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ABSTRACT 
STAYING POWER: 
PASTORAL TENURE IN CHURCH PLANTING 
by 
Stan R. Buck 
This study compared the relationship between pastoral tenure and congregational 
growth in the churches planted by the North Indiana Conference of the United Methodist 
Church from 1980-2000 and sought to discern the causes of pastoral turnover in those 
churches. In the churches where the founding pastor provided long-term leadership, more 
consistent growth occurred. 
The difficult issues faced by the founding pastors were also evaluated in this 
study along with strategies designed to help navigate these challenges. The study 
encourages church leaders to develop an intentional commitment to long-term pastoral 
tenure in church planting, a commitment to "staying power." 
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CHAPTER! 
UNDERSTANDING THE PROBLEM 
The Pain and the Potential of Church Planting 
One of the most miserable times of my life occurred during one of the most 
fulfilling seasons of my life! Sonrise at Aboite United Methodist Church was among the 
• 
first wave of churches started in North America using the telephone to contact thousands 
of unchurched people to invite them to become part of a new church (Naisbett and 
Aurdene 291). The excitement of giving birth to the new church was intoxicating. On the 
first anniversary of our existence as a church, I wrote in my personal journal: 
Today was a special day! Our new church celebrated its first anniversary 
ofworship-314 were present! It was an exciting day!! It really has been a 
joy to serve as founding pastor of this exciting new church. I pray that 
God will give us many years of fruitful ministry here. It is thrilling to look 
ahead and see the possibilities which lie ahead. (4 Dec. 1988) 
Two years later the churcb was averaging over two hundred people in worship, and plans 
were being made to purchase land where a first ministry facility would eventually be 
constructed. The church had multiplied into two Sunday morning worship services, and 
preparations were underway to welcome the first full-time associate pastor when the 
euphoria was intenupted by dissension in the ranks of the leadership. To the outside 
observer, this church appeared to be a "successful" church plant, but to those at the center 
of this ministry it was a time of painful conflict. During this time notable tensions arose 
regarding ministry strategy, financial decisions, and leadership structure. Eventually 
some of the core leaders chose to leave the church. This led to a painful time, filled with 
doubts and disappointments. I captured these emotions in my journal: 
It has been a tough day! I was confronted by two of our most faithful 
church members. They are concerned about the future of our church, that I 
• 
• 
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might be so wrapped up in the vision to reach people that I fail to see the 
needs of people!! They even implied that people sensed I do not care!! 
That hurts! It was like a dagger to my heart. I was devastated. (18 Sept. 
1989) 
As the founding pastor, I considered leaving the church and leaving ministry, but I chose 
, 
to stay. I am glad I did! 
Meeting with church planters in various denominations over the last fifteen years, 
I have heard many similar versions of this experience. Even the most "successful" church 
planters recall times of great difficulty in the early years of their work. Robert Schuller 
recounts a period of two years during which he led a divided church, complete with secret 
meetings in opposition to his leadership. During this period of time, the guru of 
"positive" thinking actually relished the thought of a fatal heart attack that would have 
allowed him to be "removed with honor" (20, 34). Lynne and Bill Hybels recall the "train 
wreck" they experienced in the early years of the Willow Creek Community Church 
• 
when leadership conflict, staff failure, financial challenges, and personal life crises 
"derailed" the dream of their promising new church plant (73-89). Rick Warren also 
refers to a time of physical and emotional burnout during the early years of his leadership 
at Saddleback Community Church (Purpose Driven Church 388-89). Most new churches 
seem to face a crisis at some point in the first five years of existence, which is quite often 
followed by an "exodus" of original core members adding to the stress on the founding 
pastor. Some refer to this phenomenon as "the scaffolding effect" (Sjogren and Lewin 35-
37). This occurs as the original members of a new church, those who help "build" the 
church, tend to leave after the "building" is up, like scaffolding that is dismantled after 
the contractors complete a structure. Unfortunately, in many cases, the one who is 
"dismantled" is the pastor. 
• 
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I have observed that many new church plants suffer because of the early departure 
of the founding pastor. In those churches where the founding pastor perseveres, the new 
church flourishes. In new church plants where the founding pastor leaves during the first 
five years, the church often suffers. While new churches clearly suffer from these times 
" 
of conflict, the founding pastor often experiences an even greater crisis of disappointment 
and sense of failure. In fact, many choose to leave pastoral ministry following their 
efforts to plant a church. The cost to the church is high,but the cost to the"founding 
pastor is often unbearable. 
" 
This study sought to identify the factors that contribute to the demise of pastoral 
tenure in new church leadership. The study included a look at the dynamic issues of 
ministry experience, leadership style, vision clarity, conflict management, personal 
growth, and supportive community in the life of the founding pastor. A further the goal of 
this study was to discern"the impact of pastoral tenure on the congregational health of the 
" 
churches started in the North Indiana Conference of the United Methodist Church during 
the last twenty years. As part of this study, I have also developed an intervention strategy 
that can be used to help in the mentoring and supervision of church planters for effective 
new church development. My passion for this project came from my own personal 
involvement in church planting and my role in the North Indiana Conference of the 
United Methodist Church as a mentor to church planters and a member of the committee 
responsible for the direction of church planting in the conference. 
" 
The Problem 
During the first few years of a new church plant, a great amount of trouble often 
surfaces, and turnover can leave the young church struggling to move on to a healthy 
, 
, 
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future. A good deal of material exists on the "birthing" process of new churches, but 
little is written about managing the "terrible twos." Many pastors leave during this time 
period, as do many of the original core people of the church. 
The North Indiana Conference of the United Methodist Church has started ten 
new churches in the last twenty years, of these only a few have grown to over three 
hundred in weekly worship attendance. Of the churches where the founding pastor 
departed in the first five years, none grew to over two hundred in weekly worship 
attendance during the first ten years. In the churches where the founding pastor continued 
to lead the church, more consistent growth occurred. 
Investigating what new church pastors can do to prepare for the challenges of new 
church development is important and discovering how those new church pastors can 
"navigate" the rough waters of new church development is valuable. The impact of prior 
commitment to long-term pastoral tenure on the part of church planters and ways that 
supervisors can best support new church pastors during times of conflict and vision drift 
are additionally important topics of consideration. The percentage of founding pastors 
. who remain at their new churches five years after their initial appointment is also worthy 
of note. Comparing the worship attendance growth rate in those new churches where long 
tenured pastorates are maintained with those churches where founding pastors departed in 
the first five years is also infOImative. The reasons cited by founding pastors for leaving 
their appointments in new church plants is another important item of investigation. These 
are some of the issues that I addressed and sought to provide some insight for in this 
study. 
• 
, 
• 
-
• 
BuckS 
Purpose Statement 
The purpose of the study was to compare the relationship between pastoral tenure 
and congregational development in the new churches planted by the North Indiana 
Conference of the United Methodist Church since 1980 and to discern the causes of 
pastoral turnover in those churches. 
Research Questions 
In order to compare the relationship of pastoral tenure and congregational 
development, the following research questions guided this study. 
Question I 
What issues were related to pastoral tenure in the new church plants studied and 
what reasons did church planters cite for staying at or leaving their new church plants? 
Operational question la. What impact did prior pastoral experience 
and training have on congregational development and pastoral tenure? 
Operational question lb. How did the support systems and supervision 
provided impact congregational development and pastoral tenure? 
Operational question lc. What role did conference and district leadership 
have in congregational development and pastoral tenure? 
• 
Question 2 
What was the rate of change in attendance and giving of the churches planted by 
the North Indiana Conference from 1980-2000? • 
Operational question 2a. How did attendance during the first five years 
impact congregational development and pastoral tenure? 
Operational question 2b. How did financial giving during the first 
• 
• 
• 
• 
five years impact congregational development and pastoral tenure? 
Question 3 
What was the relationship between pastoral turnover and congregational 
development in the new church plant? 
Buck 6 
Operational Question 3a. What was the difference in the worship attendance 
growth rate in those new churches with a long-tenured founding pastorate and those 
churches where the founding pastor left during the first five years? 
Operational Question 3b. What was the difference in the financial stewardship 
growth rate in those new churches with a long-tenured founding pastorate and those 
churches where the founding pastor left during the first five years? 
_ Question 4 
What other factors were associated with the observed pastoral tenure and 
congregational developrrient? 
Operational Question 4a. What impact did the location of the church plants 
have on congregational development and pastoral tenure? 
Operational Question 4b. How did the church-planting model employed impact 
congregational development and pastoral tenure? 
Definitions 
Some specific terms related to church planting are used in this study and warrant 
definition for the purpose of clarification in this context. 
"Congregational growth" is measured by annual percentage growth in worship 
attendance and total budget expenditures as reported to the annual conference. 
"Founding pastor" describes the pastor appointed to organize the church for its 
• 
• 
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first public worship service and subsequent ministry development. 
"Incarnationalleadership" describes the type ofleadership modeled by Jesus 
when he became personally involved in the lives of his followers. 
"New church plants" are those churches that have been intentionally organized to 
reach new population groups not a part of any existing church. 
"Pastoral tenure" is the length of time the founding pastor served under 
appointment at the same church. 
"Pastoral turnover" describes a change of senior pastoral leadership. 
Methodology 
The research was a descriptive correlational study that employed a researcher-
. designed questionnaire and annual growth analysis of local church statistics reported to 
the annual conference. A survey questionnaire was sent to the founding pastors of the 
churches in the study, and their replies were tabulated for analysis. Follow up interviews 
were conducted to clarify issues noted in the survey response. I analyzed the statistical 
data with help from the annual conference staff. 
The subjects of this study were limited to the church plants started in the North 
Indiana Conference of the United Methodist Church in the last twenty years (1980-2000). 
These churches were studied using the statistical data submitted annually by each local 
church to the annual conference. Congregational growth was determined by the annual 
growth in worship attendance and total budget expenditures. These criteria were chosen 
based on their objective consistency from church to church. Other measurements, such as 
"church membership" and "constituency" are often much more subjective and differ from 
church to church based on their local criteria. Worship attendance and total budget 
• 
, 
Buck 8 
expenditures have proven to be more verifiable and consistent among churches in the 
North Indiana Conference of the United Methodist Church. 
The founding pastors were studied using a researcher-designed questionnaire with 
follow up interviews. The survey was mailed to each of the founding pastors with a letter 
• 
requesting their help with this project. They were also provided with a postage-paid 
• 
return envelope for sending the completed survey to a research assistant for objective 
analysis. The follow up interviews were arranged by phone or in person. In an effort to 
avoid investigator bias, I employed the services of a ministry student in my church who 
• 
was a trained actuary and the conference associate director for church planting for this 
purpose. The questionnaires and interview data were then compiled with the help of the 
research assistant for my analysis. If needed for clarification, I conducted a second follow 
up interview by phone or in person. 
The statistical stUdy of the subject churches and the founding pastor profiles were 
conducted during July and August 2002 and compiled for analysis in the fall of 2002. 
This material then fOimed the basis of the conclusions drawn in this study. 
Theology 
Church planting is rooted in the theology of incarnation and the doctrine of the 
Church. The leadership of a church plant, then, must model incarnationalleadership. This 
can be both exhilarating and exhausting for the founding pastor. Just as Jesus comes to 
dwell among people to bring the gospel of reconciliation (Col. 1:19-23), the founding 
pastor must be willing to dwell among people to bring the ministry of reconciliation (Col. 
1 :24-29). Church planters are called to be "ambassadors" of Christ (2 Cor. 5: 18-20). 
Effective church planting leadership is also modeled by commitment to enduring 
Buck 9 
leadership. Some would suggest that the apostle Paul's example is more of an itinerate 
ministry, seldom staying in anyone pastoral location to establish 10ng-tenl1 leadership. 
Yet, Paul never really relinquishes pastoral oversight for the churches he starts. Instead 
he serves more in an "overseer" role after sending an associate whom he mentors to serve 
. 
the church locally. The impact of this strategy on the New Testament churches founded 
by the missionary work of Paul is not above critique. This early· transition in leadership 
might have actually exacerbated the leadership challenges faced by these young churches. 
lfthe apostle would have served a longer tenure and sent out others to plant in new 
• 
communities, perhaps each church would be more stable. In fact, Paul exhorts Timothy to 
"stay" in Ephesus in order to counteract the difficulties encountered by leadership in this 
newly planted church (1 Tim. 1 :3-20). Part of Timothy's assignment is to "outlast" so-
called "leaders" who have hidden agendas and mistaken motives. People with hidden 
agendas are still drawn t6 new churches today. Perhaps the best way to overcome their 
negative impact on new churches is for the founding pastor to "stay" until these "divisive 
leaders" are dealt with and the church is placed on solid leadership ground. The example 
of Peter and James' long-term leadership in the church in Jerusalem, which appears to 
provide more stable church growth and health, offers a contrasting model for church 
planting leadership in the New Testament (Acts 2:42-47). 
One of the reasons church planting is so critical is that it is one of the most 
• effective means of evangelism available. Studies have proven that new churches are 
• 
much more effective than existing churches in reaching lost people \VV agner, Church 
Planting 11-12). No single church has the ability to reach all the unchurched people in a 
community, and thus the need for more new churches is a key element of any evangelism 
• 
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strategy (Schaller 30). The Scripture is clear that lost people matter to God and they 
should matter to the church (Luke 15). Since effective pastoral leadership is critical for 
the effectiveness of new church planting and since reaching lost people is a clear biblical 
priority, more effective equipping of pastoral leaders for long-term leadership in the 
church planting environment is important. This priority flows from the very command of 
Christ (Matt. 28:19-20). 
Relevance 
My desire in pursuing this research was to find ways to help founding pastors 
navigate the frequently turbulent experience of leading a church plant to healthy 
congregational growth. I was concerned that efforts to plant healthy new churches were 
too often thwarted by excessive turnover among founding pastors. Founding pastors are 
often "burned out" in ministry because they are ill-prepared to lead new churches through 
the difficult stages of growth during the early years of congregational development. 
My hope was that this research would affilIn the importance of pastoral tenure in 
church planting. My intent was to discover the leadership lessons that would equip 
church planters and their supervisors to deal with the unique challenges of leading new 
churches into healthy growth in the critical early years of congregational development. 
Delimitations 
The motivation to engage in this research came from my desire to provide 
effective leadership in my own church plant and my concern for effective church planting 
leadership beyond my own church. As a member of the North Indiana Conference 
Committee on Church Development I have observed the cost of poor leadership in new 
church development and the benefits of effective leadership. This study was limited to the 
• 
, 
• 
• 
• 
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churches started by the United Methodist Church in North Indiana from 1980-2000. 
Many factors are important in the development of a new church, but the impact of 
pastoral tenure was the primary focus of this study. 
Overview 
In the chapters that follow the effort is made to help pastors navigate the 
frequently turbulent experience of leading a new church. Chapter 2 of this work 
establishes the biblical, theological context for this study. Research design is presented in 
Chapter 3. Chapter 4 reports the research findings and Chapter 5 provides a summary and 
interpretation of the research findings along with suggestions for further inquiry . 
• 
• 
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CHAPTER 2 
• REVIEW OF LITERATURE 
Pastoral Leadership and Congregational Development 
In the last twenty years a growing body of literature has gathered around the 
.. strategic development of new churches and the importance of pastoral leadership. Over 
two thousand years ago the apostle Paul wrote about his role as 'a church planting pastoral 
leader. This study was infonned by these ancient and modern sources . 
• 
Biblical and Theological Foundations for Church Planting 
, 
Church planting is rooted in Jesus' model of the ministry of incarnation. Charles 
Chaney argues, "Through the process of church planting, the Body of Christ is brought to 
its fullness" (22). Chaney suggests that the very nature of the church provides the 
foundation for aggressive church planting. He notes that the New Testament Greek word 
ekklesia designates the church as the people of God, the body of Christ, and the 
fellowship of the Spirit. He further states that when churches are planted, "the essential 
• 
nature of the Church, the koinonia of the Holy Spirit, is actualized in the world" (24) . 
• Chaney cites Ephesians 1 :23 and 2: 11-22 as the biblical bases for the body of Christ 
coming to its fullness through church planting. 
Aubrey Malphurs suggests that church planting is a response of obedience to the 
Great Commission found in Matthew 28:19-20. He argues that the real biblical measure 
of successful churches is whether they are making disciples, which he offers is the focus 
of church planting (30). Peter Wagner makes the bold statement that "the single most 
effective evangelistic methodology under heaven is planting new churches" (Church 
Planting 11). Wagner proclaims that the Church has a biblical imperative, along with a 
• 
• 
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demographic and practical imperative, to plant new churches as demonstrated in the 
church planting passion of the apostle Paul found in Romans 15:20 (21). Lyle Schaller 
echoes these sentiments in his list of reasons to start new churches, which includes the 
decline among mainline churches due to a lack of new church planting (26-36). 
Church planting is rooted in the very nature of the Church, a theology of 
incarnation and an obedient response to the Great Commission: Jesus promises that "I 
will build my church" (Matt. 16: 18), and then he calls his disciples to help him build, 
even to the uttennost parts of the world. 
The Importance of Pastoral Leadership in Church Planting 
One of the keys to effective church planting is strong pastoral leadership. 
Malphurs provides a valuable study of servant leadership in the context of church 
planting drawn from 1 Thessalonians 2. He suggests that effective church planters must 
have godly character, clear vision, and inspiring influence (132). Malphurs argues, "Not 
only must church planters be leaders, but they must also be strong leaders. One of the 
reasons so many American churches are struggling today is because pastors are not 
exercising strong leadership" (136). Unfortunately, in many churches strong pastoral 
leadership has given way to "co-leadership" in reaction to the totalitarian leadership 
excesses of the past and the emphasis on lay leadership and the enabler model of pastoral 
training. Malphurs notes, "These churches are in decline with poor lay participation in 
ministries, the one exception being that of lay participation and control on elder or 
deacon boards" (138). Malphurs also provides some astute insights into the theological 
arguments for and against primary pastoral leadership, offering sound biblical evidence 
for his conclusion that the New Testament church provides for strong pastoral leadership: 
, 
" 
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The elders who were given power and the authority to exercise that power 
in the local churches were not part-time but full-time people. 
Consequently, the present system oflay co-leadership that is practiced in " 
so many churches across the land isn't based on Scripture as so many have 
been led to think. (145) 
While the United Methodist Church operates under a similar definition of the role of 
"elders," it has embraced a more democratic model of decision making in the church-
leadership structure. In the context of church planting, the foun"ding pastor has primary 
leadership in the early stages. However, after the church is "chartered," the leadership 
style often shifts in ways that may actually hinder the effectiveness of the church plant. 
While "consensus leadership" promises greater ownership of ministry, it also has the 
potential to dilute the strategic focus of ministry. Under the model of democratic 
leadership, the new church may be more likely to compromise the original evangelistic 
vision of the church in favor of nurturing those who are already convinced. This shift 
typically satisfies the expectations of the more vocal majority in most churches, while 
those who long to fulfill the Great Commission find themselves in the minority, without 
the "votes" to stay the course. Strong pastoral leadership can help a new church remain 
faithful to the vision of reaching people who do not yet know the Good News. 
Effective church planters need not be autocratic or authoritarian, but as Jackson 
Carroll writes they are called to lead "as one with authority": 
It is not possible for the church, in its various manifestations, to exist in 
faithfulness to its calling without the willingness of its members to submit 
themselves to the authority of its deepest convictions about God, God's 
purpose for the world, and the church's role in those purposes. But these 
core beliefs and values, which bind the church together, must be 
articulated and interpreted in ever-changing circumstances. Conflicts must 
be managed. Boundaries between the church and other communities must 
be maintained. Directions for the church's life and work must be 
envisioned. All of this implies leadership, and leadership implies 
authority. (35) 
" 
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Leaders must be allowed to lead with authority. If they are and if they are faithful with 
this responsibility, their churches are well led and well fed. 
Rick Warren notes that Scripture contains no references to committees, elections, 
majority rule, boards, parliamentary procedures, or voting. "We have imposed an 
American fOlIn of government on the church," he laments, "and, as a result, most 
churches are as bogged down in bureaucracy as our government is" (Purpose Driven 
Church 377). Warren argues convincingly that leaders should instead streamline the 
structure of the church in order to free the laypeople of the church from "maintenance," 
which he describes as "church work" (budgets, buildings, and organizational matters), so 
they can do "ministry," which he calls "the work of the church" (376). Warren suggests 
this is a critical issue of control: 
• 
Every church must eventually decide whether it is going to be structured 
for control [original emphasis] or structured for growth [original 
emphasis]. This is one of the most crucial decisions your church will ever 
face. For your church to grow, both the pastor and the people must give up 
control: The people must give up control of the leadership [original 
emphasis], and the pastor must give up control of the ministry [original 
emphasis]. Otherwise either party can become a bottleneck for growth. 
(378) 
A streamlined structure not only maximizes ministry while minimizing maintenance, it 
also provides valuable motivation for the people of the church because fulfillment comes 
from ministry, not maintenance. When God uses people to change lives through 
ministry, it changes their whole attitude. According to Warren, "If you release people for 
ministry and relieve them of the maintenance, you'll create a far happier, more 
hannonious church with a much higher morale" (Purpose Driven Church 379). 
Noted missiologist and professor of church growth Peter Wagner provides a 
, 
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foundation for strong primary pastoral leadership in his excellent book, Leading Your 
Church to Growth. Wagner, who is a mentor to Warren, also provides a solid biblical and 
• 
practical framework for what he calls "the fine art oflay followership" (107). Wagner 
develops two models of pastoral roles in growing churches (see Figures 1 and 2) . 
• 
Pastoral Leadership Roles 
Church Growth Potential 
• 
Pastor as Leader 
Congregation as Leader 
• 
IV·· ... ,.,''': , ; .. ' .. ~ .. -.. :, ." ;. -J .... ~-----------------------------------------y 
. 
Figure 1. Pastoral Leadership Roles 
• 
• 
Pastoral Ministry Roles 
Church Growth Potential 
Pastor as Minister 
Congregation as Minister 
• I . 
. 
Figure 2. Pastoral Ministry Roles • 
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These diagrams suggest that the growth potential of a church follows the degree 
to which the pastor is given the leadership of the church and the congregation is given 
the ministry of the church. As the congregation places more trust in the pastor for 
leadership and as the pastor places more trust in the congregation for ministry, the 
church is more prepared to grow (Leading Your Church to Grow 136). 
Craig Kennet Miller offers a similar insight on pastoral leadership in his study on 
creating new faith communities titled, Next Church.Now. Miller suggests that two 
competing models of pastoral leadership can be observed in most churches. The first 
model is that of the pastor as cleric. In this model the role of the pastor is "to do all the 
ministry of the church on behalf of the congregation" (90). The second model is that of 
the pastor as visionary leader. In this model, the role of the pastor is "to challenge 
believers to be in ministry" (90). Miller suggests that typically when pastors arrive in 
their new churches they are first considered clerics and only after time are they granted 
the role of visionary leader. Miller observes, as I have, that these roles change after a 
period of crisis in the first few years of a new appointment: 
About four years into the life of a new pastorate, the congregation often 
finds itself in conflict. This conflict, which is part of a natural process and 
happens in virtually every congregation, may come sooner; but it will 
happen, one way or another. Splits will take place over those who support 
the pastor's viewpoint and those who do not. The conflict is about who is 
the leader and who will lead the congregation in the future. (91) 
Miller notes that in the United Methodist system, when this conflict occurs, pastors are 
often moved to another church. Unfortunately, when this happens repeatedly, the 
congregation develops layers of unresolved conflict and the direction of the church . 
• 
When allowed to work through this conflict, the church has a better chance of emerging 
with a healthy core group with the pastor as the visionary leader (92; see Figure 3). 
• 
• 
Pastoral Roles & Conflict 
Cleric 
Years in the Appointment 
Visionary Leader 
Conflict arising over the 
pastor's role around 4th year 
Figure 3. Pastoral Roles and Conflict 
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In their excellent book on leadership in the business world, The Leadership 
Challenge, James Kouzes and Barry Posner suggest that "leadership is in the eye of the 
follower" (15). They argue that followers detelmine whether someone possesses 
leadership qualities; they cannot simply be conferred upon someone. In their 
investigation of the expectations followers have of leaders, they discovered that 
integrity, competence, and inspiring leadership lead the list of characteristics admired in 
superiors (16). Interestingly, these are similar to the qualities put forth by Malphurs. 
Kouzes and Posner emphasize the role of character in leadership: 
More than anything, we want leaders who are credible. Above all else, we 
must be able to believe in our leaders. We must believe that their word can 
be trusted, that they will do what they say, that they have the knowledge 
and skill to lead, and that they are personally excited and enthusiastic 
about the direction in which we are headed. (22) 
Kouzes and Posner make an interesting challenge to their business readers when they 
suggest they get a feel for the true essence of leadership by assuming that everyone who 
• 
• 
• 
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• 
works for them is a volunteer. Only then is the true essence of leadership discovered, 
which they describe as "the art of getting others to want to do something you are 
convinced should be done" (26). This situation is one that local church pastors face on a 
daily basis. 
Pastoral Tenure and Congregational Development 
Several issues impact the healthy growth of new churches, not the least of which 
is the length of the founding pastor's tenure. 
The Impact of Pastoral Tenure 
• 
Various studies indicate that the average length of tenure for a pastor is between 
two and four years (McIntosh and Edmonson 6). This "revolving door" of leadership in 
the local church is detrimental to the cause of the gospel of Jesus Christ. Such "pastoral 
turnover" is not only a hindrance to effective ministry, Kennon Callahan suggests that it 
is also "cost-ineffective" for the local church (51). In fact, Callahan argues that it is 
hardly worth bringing a pastor or staff member to a church unless they are likely to serve 
seven or more years in the position (51). 
In his own study of the one hundred largest churches in America during the 
1970s, Rick Warren discovered that healthy, large churches differ widely in strategy, 
structure, and style but are commonly led by pastors who have been in the same church 
for a long period of time. Warren notes that while long pastorates do not guarantee 
church growth, "changing pastors every few years guarantees a church won't grow" 
(Purpose Driven Church 31). He compares the consequences of this pattern on churches 
with the impact children might experience in families if they "got a new daddy every two 
or three years" (31). Warren suggests that the lack oflongevity in leadership is one 
• 
• 
• 
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reason for the decline of some denominations that limit the tenure of pastors and thereby 
create "lame duck" leaders. He warns that those churches that rotate pastors every few 
years never experience consistent growth. "Long pastorates," Warren argues, "make 
, 
deep, trusting, and caring relationships possible" (31). 
The Alban Institute study oflong-tenTI pastorates found six key benefits oflong-
tenured pastorates including (1) greater in-depth relationships with congregants, (2) 
cumulative experience for both the pastor and the church, (3) greater continuity and 
stability ofleadership and program, (4) possibilities for greater personal and spiritual 
growth for both the clergy and the congregation, (5) deeper knowledge of and 
participation in the community by clergy, and (6) personal benefits for the pastor and his 
family. This study also observed potential disadvantages of long-tenured pastorates 
including overidentification between the clergy and congregation, a stagnant climate, and 
greater danger of clergy burnout (Oswald 29-40). The researchers were careful to warn 
that both these advantages and disadvantages were only "potential" realities: 
We continue to be impressed with the fact that all the disadvantages or 
hazards of a long pastorate are surmountable, yet few of the advantages of 
a long pastorate are available to clergy present in a parish for only a short 
period of time. There are so many advantages to long pastorates that 
struggling with their hazards or pitfalls is well worth while. 
Robert Schuller of the Church Growth Institute in California has observed 
that few congregations experience major spurts of growth until the pastor 
has been there for a minimum of five to eight years. Most significant 
growth happens when a pastor has been in place at least ten years. It takes 
time for clergy to gain the kind of credibility, trust and knowledge 
necessary for such major growth. This includes credibility and respect 
within the community as well as the parish. 
In a period when stress and instability are the daily reality of people's 
lives, how fortunate many of them are to have a long-term trusted and 
caring friend in their parish pastor. Today, when people are so mobile, we 
need clergy who are models of stability. Clergy can become the anchor 
that keeps people grounded in reality, especially the reality of God's grace 
for their lives. (88) 
• 
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• 
The impact of long-term leadership is dynamic growth for the local church but can 
also be traumatic when the time for transition does come. Finding a successor for a 
long-term beloved pastor may not be as easy as finding a successor for a short-term • • 
. beleaguered pastor, but the benefits of longer tenure clearly outweigh this 
perceived difficulty. Maintaining short-term pastorates simply to avoid the trauma 
. . 
of succession is a misguided priority for church leaders. Effective long-term 
service is much preferred to the repeated trauma of short-term leaders who must be • 
replaced more frequently. The goal for churches should be effectiveness of • 
ministry, not the ease of transition. 
From the foundation of the Alban Institute study and his own experience as 
a long-tenured pastor, Glenn Ludwig proposes that "long tenl1 pastorates tend to 
lead to healthier congregations" (16). Ludwig notes that parishes that have been 
served by long-tenured pastors are more likely to share a sense of mission, stronger 
outreach to their communities, growth in stewardship, active participation by 
members, and a sense that things are happening in fresh and creative ways (16). 
Keys to Developing Long-Tenured Pastorates 
Ludwig notes that "the likelihood of a pastorate becoming long-term can be 
somewhat determined by how the ministry in that setting began" (18). He suggests that 
the first years of a new pastorate are more of a trial-a proving of oneself to the members 
of the congregation and "all of this seems to come to a head, or at least becomes more 
obvious to a pastor, in the first crises of one's ministry" (22). Ludwig follows this with 
. 
some key principles that pastors must keep in mind as they begin relationships with their 
congregations that will help develop a long-term ministry, including (1) being clear about 
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goals and priorities, (2) providing pastoral care in crises, (3) developing mutual 
accountability, and (4) paying their dues to build trust (24-28). 
Trust fonnation is unique among these and is further detailed by Ludwig who 
notes that building trust takes time and rarely happens quickly as the process of building 
trust moves through several stages before fully developing. He also suggests four issues 
-
for pastors to master if they wish to establish trust with a congregation: (1) wisely picking 
the battles to fight, (2) losing with grace, (3) winning asa team, and (4) effecting positive 
change (34-38). 
, 
Building upon the Alban Institute research, Ludwig offers insights on five 
"pillars" needed to support effective long-term pastorates. 
Pillar #1: Monitoring burnout. The challenges of pastoral ministry can lead to a 
loss of energy and vitality. Burnout is among the greatest causes of pastoral turnover and 
must be dealt with proactively through spiritual fOImation, time away, regular exercise, 
and the development of a support network for long-telm pastors (Ludwig 39-40). 
Pillar #2: Balancing individual and corporate needs. The Gap Theory suggests 
that over the long-term faithful pastors tend to enjoy an increasing amount of individual 
trust while corporate trust tends to erode after time (Ludwig 44-45; see Figure 4). This 
"gap" occurs when the long-term pastor focuses more on individual needs than the 
corporate needs of the church. To counter this "gap" the 10ng-tenIl pastor must 
successfully invest time in both arenas (45-48). 
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Figure 4. The Gap Theory 
Pillar # 3: Balancing power and decision making. Pastors who serve long-term 
must work hard to balance the power and control that accompany longer tenure with the 
need to continue developing a healthy leadership system that acts in the long-term 
. 
interest of the church in decision making. If the long-term pastor fails to balance these, 
those "outside" of the leadership circle may begin to resent the leadership and begin to 
use their influence in negative ways (Ludwig 48-53). 
• Pillar #4: Seeking quality feedback. Honest evaluation is needed for the long-
term pastor to continue to serve effectively, yet the accumulation of "interpersonal 
currency" mitigates against receiving the clear feedback needed to grow and continue to 
remain effective in a long-term assignment. Therefore, pastors in such settings must work 
hard to continue seeking honest feedback for long-term growth (Ludwig 53-58). 
Pillar #5: Sustaining growth and seeking depth. The "interior life" of long-term 
pastors can become "stale" and must be consistently stretched in order to sustain growth 
over the long haul. Ludwig notes that spiritual disciplines such as journaling, fasting, and 
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even exercise (which he calls"kinesthetic spirituality") can help in this process. Another 
tool available is the development of a sabbatical policy for long-telm pastoral staff 
(Ludwig 58-62). 
Contributing Factors in Pastoral Turnover 
While many factors point towards the benefits of a long pastoral tenure in the 
. 
ministry of the local church, some common dynamics seem to mitigate against longevity 
in pastoral leadership. One study claims nine problems .faced by modem pastors that lead 
to pastoral turnover: (1) burnout, (2) professional isolation, (3) inadequate education, (4) 
• 
unrealistic expectations, (5) resistance to change, (6) poor pastoral accountability, (7) 
tight finances, (8) personal loneliness, and (9) spiritual warfare. This same study suggests 
four pressures, which must be managed by the average pastor, including (1) never being 
"off duty," (2) too often being in "crisis mode," (3) being responsible for more than one 
can control, and (4) an inadequate measure of success (McIntosh and Edmondson 8). 
While these problems are associated with the problems of "church people," many 
"clergy issues" are involved as well. Ed Bratcher observes that "although the Bible 
• 
teaches that pride and the desire to be like God are the sources of man's tragic fall, it is 
precisely at this point that we as ministers most often succumb" (25). When the crowds 
seek to deify Paul and Barnabas after their ministry in Lystra, they are careful to remind 
the crowd of their humanity (Acts 14:14-15). Pastoral leaders in today's church need to 
be careful how they handle similar accolades. 
Dealing with Conflict in Leadership 
Church leaders should not be surprised when challenges to their leadership arise. 
Jesus prepares the first disciples for this when he says, "In this world you will have 
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trouble. But take heart! I have overcome the world" (John 16:33). Jesus even faces 
challenges to his leadership. If the Son of God faces conflict, church leaders should 
expect to as well. Dale Galloway warns, "If you're a leader, you will be criticized. No 
matter what you do, people will criticize you. The bigger or more public your ministry 
becomes, the more criticism you'll receive from people you don't even know" (103) . 
. 
Ludwig suggests two keys to successfully maneuvering through this "minefield," whether 
the initial crisis be personal, interpersonal, or administrative. The first key is to avoid 
"reacting" to the issue too quickly and instead "responding" with thoughtful and 
, 
, 
deliberate action. Second, and equally important, is for pastors to act with integrity at all 
times (22-23). 
When facing criticism Galloway suggests that leaders begin by understanding the 
difference between "constructive" and "destructive" criticism. Citing Jesus' example, he 
argues that the energy wasted fighting destructive criticism is not worth the effort. He 
encourages leaders to understand the source of the criticism, see if a crowd accompanies 
the critic, and be open to the potential benefits from the criticism. Ultimately, Galloway 
points out that leaders should seek to please God more than people, just as the apostles 
demonstrate (Acts 4:19 and 1 Cor. 4:4). When pastoral leaders do face challenges in 
leadership, the way they choose to handle the challenges detelmines whether their 
leadership lasts. Galloway concludes, "How you handle criticism is much more important 
than the criticism itself' (107). 
Along with Galloway, Rick Warren suggests that leaders can learn from the 
example of Nehemiah in handling opposition. When Nehemiah begins to rebuild the wall 
around Jerusalem, he faces opposition in the fonn of ridicule, resistance, and rumors. 
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Opposition like this causes leaders to become discouraged and give up. Warren suggests 
that discouragement may be Satan's greatest tool for defeating church leaders (Answers 
70). Early in my experience as a church planter, I heard Warren outline these principles 
from N ebemiab 4: 1-14 that have been an encouragement to me in the darkest days of my 
experience as a church planter. 
. 
Causes of discouragement in ministry. Warren suggests four things in 
Nehemiah's story that are common causes of discouragement to those in ministry: 
• 
(1) Fatigue; (2) Frustration; (3) Fear; and, (4) Failure (Answers 62-66). 
Cures for discouragement in ministry. Likewise, Warren encourages the 
solutions that Nehemiah found can help those in ministry to overcome discouragement: 
(1) Rest and reliance on God-people must take time to rest, live balanced lives, and call 
on God for help (taking care of fatigue); (2) Reorganization of Life -one of the reasons 
church planters get discouraged is loneliness so they need to make connections with other 
people for support (taking care of frustration); (3) Remembering the Lord-church 
planters must remember God's goodness in the past, God's closeness in the present, and 
God's power for the future (taking care of fear); and, (4) Refusing to Quit-the difference 
between successful people and failures is successful people never give up (taking care of 
failure). Nehemiah's responses address each discouragement. He stays at the task, the 
wall is rebuilt, God's people prevail (Neh. 6:15), and the vision is fulfilled (Answers 66-
70). I have returned to this example many times during my journey as a church planter. In 
these words of encouragement, I find comfort and direction when I desperately need 
both. When faced with opposition, leaders are wise to heed the word of the Lord to 
• 
Joshua, the young inexperienced leader ofIsrael: "Be strong and courageous. Do not be 
• 
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terrified; do not be discouraged, for the Lord your God will be with you wherever you 
go" (Josh. 1 :9). 
Congregational Development Methodology 
There is more than one way to plant a church. Cultures are diverse, people are 
diverse, and God's church needs to be diverse. Rick Warren notes, "It takes all kinds of 
, 
churches to reach all kinds of people" (Purpose Driven Church'61). 
Models for Church Planting • 
• 
While the principles and leadership dynamics may be similar, different methods 
must be employed by church leaders to reach the different kinds of people God made. 
The apostle Paul recognized this in the early Church: 
• 
To the Jews I became like a Jew, to win the Jews. To those under the law I 
became like one under the law (though I myself am not under the law), so 
as to win those under the law. To those not having the law I became like 
one not having the law (though I am not free from God's law but am under 
Christ's law), so as to win those not having the law. To the weak I became 
weak, to win the weak. I have become all things to all men so that by all 
possible means I might save some. I do all this for the sake of the gospel, 
that I may share in its blessings." (1 Cor. 9:20-23, NN) 
Accordingly, various ways exist to start a new church. Peter Wagner suggests at least 
twelve church planting methods that he groups around "modality models" 
(congregational structures) and "sodality models" (denominational or parachurch 
agencies) (Church Planting 59-60). 
Modality Models 
1. Hiving Off-In this most common model, members of an existing church are 
encouraged to fOlln a nucleus under the leadership of a church planter and become the 
charter members ofa new congregation (Wagner, Church Planting 60-62). 
2. Colonization-This is a more radical form of hiving off where the new church is 
, 
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planted in a different geographical area and the nucleus members move and find new 
homes and new jobs in the target community r:w agner, Church Planting 62-64). 
3. Adoption-In this model a new church seeking to model a healthy existing 
church is "adopted" by that mother church and nurtured into health (Wagner, Church 
• Planting 64) . 
. 
4. Accidental Parenthood-This happens when a new church breaks off from an 
existing church because of a leadership struggle or ministry conflict (Wagner, Church 
Planting 65). 
5. The Satellite Model-These new churches are semiautonomous but maintain a 
relationship with the parent church, sometimes even sharing the same senior pastor 
r:w agner, Church Planting 65-67). 
6. Multicongregational Churches-These churches may share the same facility 
with other ethnic congregations that maintain their own autonomy (Wagner, Church 
Planting 67-68). 
7. The Multiple Campus Model-Here one local congregation, led by the same 
staff, owns and occupies two or more church properties, holding weekly worship services 
at more than one (Wagner, Church Planting 69). 
Sodality Models 
8. The Mission Team-Here a church-planting agency recruits, finances, and 
sponsors a team of workers to plant a new church (Wagner, Church Planting 70). 
9. The Catalytic Church Plallter-This model employs a gifted church planter 
who moves into a new area, develops a nucleus for a new church, then moves on to 
another new area to repeat the process (Wagner, Church Planting 70-71). 
• 
• 
• 
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10. The FOllnding Pastor-Here the agency sends a person not only to build the 
nucleus but also to pastor the church for an indefinite period of time (VI agner, Church 
Planting 71-73) . 
11. The Independent Church Planter-These church planters do not serve a 
denominational or parachurch agency but go out on their own to start new churches 
(VIagner, Church Planting 73). • 
12. The Apostolic Church Planter-In this model an "apostolic leader" affirms the 
call of ministry on a church planter and sends the pastor out to plant a church, which then 
operates as an autonomous church, but the pastor remains under the ultimate authority of 
the apostle (Wagner, Church Planting 73-74). 
Wagner concludes that the church planting method used depends on the gifting 
and leading of God as well as the church planter's relationship with the local church or 
parachurch agency (Church Planting 74-75). 
The Profile of a Church Planter 
The selection of a church planter is a critical decision, which calls for a clear 
understanding of the characteristics needed for an individual to become a successful 
church planter. Some key characteristics emerge in the profile of successful church 
planters. These characteristics are noted by Wagner, Malphurs, and other church planting 
theoreticians. Probably the most well-researched and highly regarded profile has been 
developed by Dr. Charles Ridley. The Church Planter Performance Profile (CPPP) was 
developed following a job analysis study and subsequent field testing in 1984. Thirteen of 
forty-eight qualities were deemed to be critical, if not essential, for effective church 
planters. Ridley has further developed a method of "behavioral interviewing" to discern 
• 
• 
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the likely success of a potential church planter based on these thirteen key leadership 
characteristics needed in church planting. The ideal church planter demonstrates an 
effective use of the following qualities: 
1. Visionizing capacity-successful church planters have demonstrated the ability 
to cast a compelling vision that motivates God's people to move forward in the work of 
the local church; 
2. Intrinsically motivated-effective church planters must be self-starters who 
• 
demonstrate persistence and willingness to work hard; 
3. Creates ownership ofministry-church planters must be able to create an 
environment where people "buy in" and feel responsible for the growth and success of 
the church; 
4. Relates to the unchurched-more than understanding them, effective church 
planters demonstrate an -ability to relate personally to those who are unchurched; 
5. Spousal cooperation-effective church planters enjoy the support of their 
families and when married possess an explicit understanding of each partner's respective 
role in ministry; 
6. Effectively builds reiationships-church planters must demonstrate godly love 
and compassion to people and be able to relate well to them without responding 
judgmentally or prejudicially; 
7. Committed to church growth-effective church planters must believe in making 
disciples and be committed to numerical growth within the context of spiritual and 
relational growth in the local church; 
8. Responsive to community-successful church planters demonstrate an ability to 
, 
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understand the culture of the community and adapt the philosophy of ministry to the 
character of the community; 
9. Utilizes the giftedness oj others-the ability to delegate effectively and equip 
people to do the task of ministry based on their spiritual gifts is another essential quality 
for effective church planters; 
. 
10. Flexible and adaptable-coping effectively with ambiguity and constant 
change is a characteristic that must be demonstrated for candidates to be effective in 
church planting; 
• 
11. Builds group cohesiveness-successful church planters demonstrate the ability 
to deal with conflict assertively, constructively, and tactfully while developing unity in 
the local church body; 
12. Demonstrated resilience-dealing effectively with disappointments and 
setbacks without experiencing defeat is a critical skill for effective church planters; and, 
13. Exercises Jaith-effective church planters possess a conviction regarding the 
call of God and a willingness to wait on God with expectation and hope for answers to 
• 
prayer . 
The stewardship of financial resources in church planting needs to be invested in 
the right people, and the human resources need to be positioned properly. To select the 
wrong people not only wastes resources, it potentially endangers the work of God in the 
wrongly selected leader and hurts the work of the local church. To avoid making poor 
selection decisions, Ridley offers seven principles for selection interviewing: 
I. The best predictor of future behavior is past behavior; 
2. Behavioral performance within the behavior setting is significantly more 
• 
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important than work experience; 
3. The focus is not on a single behavior but a class of behaviors; 
4. Selection interviewing should be based upon the indirect observation of 
behavior. The record must be allowed to speak for itself; 
5. To be effective, the interviewer must withhold judgment and maintain decision 
uncertainty until all the evidence has been presented; and, 
6. Selection is a mutual decision-making process. The interview is effective when 
the candidate and the interviewer agree on the decision outcome. 
Effective pastoral care and effective interviewing technique are two different 
things. Being the interviewer and the decision maker; or pastoral supervisor, can make 
objectivity difficult to maintain. In this case, employing the services of a trained 
interviewer may be preferable. As Ridley points out, the selection of church planters is a 
matter of stewardship. . 
Coaching Church Planters 
Selecting a church planter is not the end of the process. When Paul was sent to 
plant churches in the New Testament, he was given a strategic partner-Barnabas, the 
"son of encouragement" (Acts 4:36). Barnabas was a key part of the success of the 
church-planting team led by Paul because he offered support at strategic times and 
appropriate challenges at other times (Ogne and Nebel 1-2). 
Jim Griffith suggests that having a coach in a church planting assignment helps to 
point out what the planter can not, will not, or does not see. The coach also provides a 
compassionate, secure, and confidential outlet to vent problems and frustrations. A good 
coach, according to Griffith, will ask the questions that no one else is asking and help the 
• 
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planter implement strategy, deal with conflict, and balance the demands and stresses of 
church planting (7). Griffith points out that serving in both the role of "supervisor" and 
"coach" for a church planter is difficult and not advisable. The roles require different 
responses, and therefore, may limit the effectiveness of one person to do both. The 
"supervisor" role is focused on the health of the organization, while the "coach" role 
must focus on the health and effectiveness of the church planter (9). Much of the 
emphasis in "coaching" church planters is on asking the right questions. In fact, the 
typical "coaching conversation," according to Griffith, should be built around four key 
questions designed to help the church planter G-R-O-W: 
1. GOAL-"What do you need to get out of this session?" 
2. REALITY CHECK-"What's really happening?" 
3. OPTIONS-"What can you do?" 
4. WILL-"Whatwill you do?" (15-17). 
Griffith suggests this coaching be done on a "contract" basis, with an investment from the 
church planter and clearly agreed responsibilities to encourage ownership and 
accountability of the coaching process (18-24). 
Stages of a New Church Plant 
The local church is a living organism; it is referred to in Scripture as "the body of 
Christ." Bob Logan draws from this biological metaphor and suggests that the 
development of a new church is, therefore, similar to the birth of a new baby (4). Logan 
observes five definable stages of reproduction: 
1. Conception is the first stage of church reproduction and focuses upon 
the importance of vision, the development of the initial leadership team, and a clear 
, 
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philosophy of ministry. These are the critical factors that fOIm the DNA of the new 
church. 
2. Prenatal development is critical for the healthy birth of a child or a 
church. If the "embriotic stage" of a church's birth is rushed, the likelihood of 
survival is greatly diminished. During this "private" stage of the church plant, the 
. 
need for training and mobilization of leaders and the development of strategic 
plans is vital to the ministry systems of the church. 
3. Birth for the new church occurs when the church "goes public" with its 
, 
worship services. Timing is critical to the health of a new church birth. If the 
church attempts to "go public" too early, it may result in a "premature" birth with 
complications. If the first worship service fails to generate "critical mass," the 
church may not survive. Likewise, delaying the birth too long can be fatal to a 
church plant. Church plants that become delayed at this stage tend to become "in-
grown" and never realize healthy growth potential. 
4. Growth to maturity may take several years until the new church is 
"weaned" from the mother church and eventually becomes autonomous. During 
this period the new church grows stronger in its leadership development, financial 
support, and ministry structure. Ultimately, the new church becomes an established 
church and is prepared to continue the birth cycle for other new churches. 
5. Reproduction is the natural result of healthy new church development. 
The mature church multiplies and gives birth to a new generation of churches. 
Reproduction is essential for the church to maintain an outward focus, and it is also 
the key to avoiding extinction for the body of Christ. Logan suggests that most 
• 
churches can and should reproduce within two to three years of their first public 
worship service. Indeed, since new churches are the most effective means of 
evangelism, this is a natural part of the evangelistic work of the gospel. 
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This "life cycle" analogy offers a valuable tool for the church planter and 
the supervision of new churches. Each stage of the life-cycle calls for a different 
type of leadership, and church planters need to be coached and encouraged to shift 
leadership strategies appropriately. For judicatory leaders this also provides a 
helpful structure for evaluation of the churches under their supervision and an 
encouragement to birth new churches on a regular basis. As Peter Wagner is fond 
of noting, giving birth is easier than raising the dead, and it is more fun, too! 
Research Methodology 
Various methods of research are available to test the hypothesis of a study. Ideally 
the research methodology leads to accurate data, which can be translated into valuable 
conclusions. In the context of studying the impact of leadership tenure in church planting, 
isolating one independent variable for experimental research is difficult. In this situation 
one of the most widely used and most likely viable methods is survey research. 
Survey Research 
Survey research is often used to measure attitudes, opinions, or achievements. It 
owes much of its development to the field of sociology. Survey research can range from 
status quo studies to ex post facto research, which may be causal-comparative or 
correlational in nature (Wiersma 157). Survey designs can be either longitudinal or cross-
sectional and can be conducted with samples or an entire population. Longitudinal 
surveys may come in the fOlm of a trend study in which a general population is studied 
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over time, a cohort study in which a specific population is studied over time, or a panel 
study in which the same sample is measured two or more times. Cross-sectional designs 
involve collecting data at one point in time from a random sample that represents a given 
population (161-64). 
Methodology of Survey Research 
Survey research is not simply handing out a questionnaire. The value of the data 
provided by survey research depends on a series of detailed steps being carefully 
followed. 
The first step in the methodology of conducting a survey is to define the research 
problem and provide operational definitions of the research variables to be studied. The 
second step is to develop a sampling plan in which the population to be sampled is 
defined. The third step is preparing for data collection by constructing a valid instrument 
such as a questionnaire, test, or interview. This instrument should be "tried out" in a pilot 
run before being administered to the whole sample to check for ambiguity, confusion, or 
poorly prepared items. Once the instrument is deemed satisfactory, the next step, data 
collection, commences. In the case of data collection using an interview format, it is 
important to insure "intrarater reliability" to discern the consistency of the interviewer. In 
the case of multiple interviewers, it is important to conduct some test of "interrater 
reliability" to measure the consistency between interviewers. The fifth step in survey 
research methodology is the tabulation and translation of the data. This process is known 
as "coding," which includes categorizing the responses. Following this, the data must 
then be analyzed in order to test the hypotheses and answer the research questions. The 
final step is preparing the report of results and offering conclusions (Wiersma 165-67). 
, 
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A good deal of the effort of a questionnaire study should be directed toward 
constructing good items and getting respondents to complete the questionnaire. The two 
general types of item fonnat are "selected-response" and "open-ended" items. Open- • 
ended items allow more freedom of response but can lead to inconsistencies in response 
that might skew the data. General guidelines for constructing good survey items include: 
. 
1) Making sure the items relate directly to the research' problem; 
2) Avoiding vague words and jargon to insure clear and unambiguous responses; 
3) Including only one concept in a single item; 
4) Avoiding the use of leading questions; 
5) Avoiding questions loaded with social or professional desirability; 
6) Avoiding questions that demand personal or delicate infonnation; 
7) Requesting only infonnation that the respondent is able to provide; 
8) Making the reading level of the items appropriate for the respondents; 
• 
9) Shorter items are preferred to longer items; 
10) In quantitative infonnation, asking for specific numbers rather than averages; 
• 
11) Providing options for response to an item that are exhaustive; 
12) Making sure the response options fit the intent of the item; 
13) Avoiding unwarranted assumptions; and, 
14) Avoiding negative items and not using double negatives (Wiersma 170-71). 
Following these general guidelines helps insure data gathering is efficient and done 
without confusion. Question order is also very important in survey research design. 
Ordering the questions in a logical manner helps to avoid confusion and 
misunderstanding. Opening questions should be easily answered, and personal questions 
• 
• 
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about the respondents should be at the middle or end of the questionnaire (Andrews 82). 
The validity of survey research depends heavily upon the response rate and the 
quality of response. Response rates are increased by the effectiveness of the presentation 
of a survey, including the cover letter that explains the need for participation. The use of 
a gratuity can increase the response rate considerably. A sense of "reward" also comes 
from being regarded positively by another person and being consulted on an issue of 
importance to the respondent. Expressing appreciation to the respondent is important. 
Follow-ups are an essential part of survey research and need to be planned for in advance 
(Wiersma 175-78). 
While they may be more expensive and involved, the use of interview surveys has 
some distinct advantages over the simple use of a questionnaire, including 
1) If the interview is granted, nonresponse is not a problem; 
2) The interview provides opportunity for in-depth probing; 
3) Completion of the survey can be standardized; 
4) Greater likelihood of obtaining response to open-ended items exists; 
5) It is easier to avoid the omission of items; and, 
6) Interviews can be used with those unable to provide input otherwise. 
Telephone interviews can reduce the cost of travel associated with face-to-face 
interviews, and they have some other advantages as welL Some unique sources of error 
can impact interview data, including the "response effect" of the interviewee leading to 
inaccurate infOImation, predispositions of the interviewer towards the interviewee, and 
inconsistent or unfavorable procedures when conducting the interview. These must be 
guarded against to provide accurate data for the research (Wiersma 185-89) . 
• 
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Survey results are typically reported in a descriptive mamer. For maximum 
benefit the researcher needs to move beyond isolated analysis and provide some synthesis 
of the data. Careful planning and the investment of sufficient time and resources are 
essential for successful survey research. 
• Key Principles from the Literature Review 
• 
. 
From this review of materials on church planting and research, the following key 
principles infonned this study. 
• 
1. Church planting is rooted in the theology of incarnation, and planting new 
churches is the most effective means of fulfilling the Great Commission. 
2. Effective church planting depends on strong pastoral leadership and a clear 
understanding of the pastor's role as a visionary leader of the church. 
3. Pastoral tenure positively impacts the growth potential of a new church. 
• 
4. Careful screening of church planter candidates is important for the health of 
both the new church and the church planter . 
• 
• 
• 
• 
Buck 40 
CHAPTER 3 
DESIGN OF THE STUDY 
The Problem with Pastoral Turnover in Church Planting 
The impact of the founding pastor's leadership is important in the early stages of 
development of the church plant. Lyle Schaller comments on this in his writing; 
• 
Choosing and retaining the right pastor clearly is the key variable in 
planting a new mission that will continue decade after decade to challenge 
an ever-growing number of people with the Good News that Jesus Christ 
is Lord and Savior. Experience suggests that the best way to start a new 
church that will attract a large cadre of enthusiastic charter members and 
continue to grow in numbers year after year is to identify the right person 
to be the mission-developer pastor and for that minister to continue as the 
pastor for a minimum of twenty-five years. (38) 
When the pastoral leadership of a new church changes, usually a negative impact is 
experienced in the ministry of that church. The trauma of this leadership transition may 
hinder the health of the new church and, in many cases, may ultimately lead to the failure 
of the new church to survive as a viable ministry. This study focused on the relationship 
between pastoral tenure and church growth, providing an opportunity to test this 
assumption about the negative impact of pastoral turnover in the church planting ministry 
of the North Indiana Conference of the United Methodist Church. 
Purpose of This Study 
The purpose of this study was to compare the relationship between pastoral tenure 
and congregational growth in the churches planted by the North Indiana Conference of 
the United Methodist Church from 1980 to 2000 and to discern the causes of pastoral 
turnover in those churches. 
Research Questions 
In order to gather the information to compare the relationship between pastoral 
• 
, 
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. 
tenure and congregational growth, the following research questions guided this study. 
Question 1 
What issues were related to pastoral tenure in the new church plants studied and 
what reasons do church planters cite for staying at or leaving their new church plants? 
The goal of these questions was to discover what factors might hinder pastoral 
. 
• 
tenure and what actions might be taken to encourage greater pastoral longevity. I found it 
interesting to compare the reasons cited by the founding pastors who left their church 
plants. Once the common issues related to pastoral departures are identified, church 
planting advocates can proactively address those issues, minimizing their impact on the 
turnover of founding pastors in future church plants. 
Comparing the way different founding pastors chose to respond to the 
"temptation" to leave the church plants was also informative. Some characteristics 
emerged among those who stayed that differed from those who left their church plants. If 
these characteristics could be discerned in advance screening of potential church planters, 
future church planting placements would be improved. 
1a. What impact did prior pastoral experience and training have on congregational 
development and pastoral tenure? 
Founding pastors with little prior pastoral experience might be expected to 
struggle more with the demands of pastoral ministry and, therefore, might be less likely 
to enjoy a long tenure. Those with more experience might be expected to be able to 
navigate the difficulties of pastoral leadership with more expertise and, therefore, enjoy 
longer pastoral tenure. Likewise, founding pastors with greater experience would be more 
qualified to lead a church towards greater congregational growth. 
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The level of training provided to church planters would also be expected to have a 
positive relationship to pastoral tenure and congregational growth. The more prepared 
~hurch planters are for the demands of leadership in new churches, the more likely they 
should be able to sustain long-tel III leadership helping the new churches grow. 
• lb. How did the support systems and supervision provided impact congregational 
development and pastoral tenure? 
When the rough waters of new church leadership begin to swirl around a founding 
• 
pastor, an overwhelming sense of despair closes in. Church planters with good support 
systems are more likely to sustain positive leadership in this environment. Good 
supervision should also be expected to contribute to longer pastoral tenure and greater 
congregational development. The presence of a good network of experienced church 
• 
planting leaders could also be expected to provide the kind of "coaching" that should help 
the founding pastor avoid certain pitfalls and manage to overcome others. 
By contrast, church planters who are not well connected to ministry colleagues or 
provided with encouraging support from mentors or supervisors is likely to become 
• 
isolated and vulnerable in their leadership. My seminary professor Bob Tuttle referring 
to becoming isolated often reminded me, "When you get singled out, you get picked off." 
Founding pastors who become isolated in ministry are sitting targets for the evil one, who 
is the enemy of church planting. Those isolated church planters are not likely to enjoy 
long tenure, and their churches are not likely to enjoy healthy congregational 
development. 
Ie. What role did conference and district leadership have in congregational 
development and pastoral tenure? 
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Beyond the role of supervisors and mentors, the role of judicatory leaders likely 
has an impact on pastoral tenure and new congregational development. The systemic 
models adopted by conference and district leadership include expectations for 
"performance" that can quite often be counterproductive to the morale of church planters 
and their new congregations. Additionally, the presence of conflict in the early years of 
new churches may need to be mediated by the district or conference leadership. The 
effectiveness of judicatory persOlmel in managing this role will impact the tenure of 
founding pastors and the development of the new congregations. 
If the judicatory leadership fails to practice good "screening" of church planting 
candidates, they are likely to select persons for the task who are not well suited to the task 
and not likely to be "successful" in leading new churches into long-telm growth. These 
same pastors might also become so discouraged and alienated by the misplacement that 
they could leave ministry altogether. Furthennore, such placement errors are likely to 
diminish the chances for healthy congregational development in these locations for years 
to come and ultimately represent a very poor stewardship of church planting resources. 
Even with proper placement, the conference or district leadership must be sure to 
provide sufficient support for the church planters when faced with difficulties, or they 
may become even more discouraged and be tempted to quit. When conference leaders 
fail to provide appropriate support, the congregations also suffer. Good support from 
conference leadership is more likely to lead to healthy congregational growth and longer 
pastoral tenure. 
Question 2 
What was the rate of change in attendance and giving of the churches planted by 
, 
• 
• 
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the North Indiana Conference from 1980-2000? 
. The goal of a church planting ministry should be to start healthy churches that 
will continue to reach new people with the good news of Jesus Christ through the years. 
The true health of churches is not measured by numbers alone, but healthy churches will 
be growing churches. The growth of churches can be measured by various statistical 
indicators including membership totals, weekly attendance, annual financial 
contributions, and net asset value. Some of these figures can be difficult to compare 
because of different fOlITIS of measurement. For example, membership requirements may 
be based on different criteria from church to church, and the asset value of church 
facilities may be influenced by different economic values from community to 
community. This study focused on two statistical measurements, which were more likely 
to provide a consistent basis of comparison: (1) annual percentage growth in average 
weekly worship attendance and (2) annual percentage growth in total financial . 
expenditures. 
2a. How did attendance during the first five years imfluence congregational 
development and pastoral tenure? 
The comparison of annual percentage growth in weekly worship attendance 
provides the clearest barometer of participation in the life of a local church. Other 
gatherings, such as Sunday school and small groups, are certainly important to the health 
of local churches, but the most consistent indicator of individual participation in the 
cultural context of this study was weekly worship attendance. This figure typically 
represented the largest percentage of people reached by the local church. It was also the 
best indicator of participation in the general life of the churches, as people tend to 
• 
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identify their participation in a church based on where they worship on a weekly basis. 
Measuring the annual percentage change in average worship attendance also made 
comparison more practical between communities that varied in population size. In small 
communities, the growth of one hundred people in average worship attendance would 
represent a significant portion of the entire community; whereas, this same growth of one 
. 
hundred people in average worship attendance might be a miniscule portion of a larger 
community. Healthy growing churches should experience a rate of growth equal to or 
greater than the growth of the community in which they are located. Regardless of 
, 
community size, healthy churches should demonstrate an annual growth in average 
weekly worship participation as new people are reached and assimilated into the 
community of faith. Of particular interest is the impact of attendance at the opening 
worship service. Opening Day attendance has an important impact during the early years 
of new churches. Without a "critical mass" of participants (usually one hundred or more 
people), worship services lack energy, ministries lack momentum and the church lacks 
the resources needed to thrive. 
• 
2b. How did financial giving during the first five years impact congregational 
development and pastoral tenure? 
The comparison of annual percentage growth in total financial expenditures 
provides a barometer of the stewardship health of a local church. As new people are 
assimilated into a new church, they should begin to mature in their discipleship and 
become more faithful in their stewardship of financial resources. Total financial 
expenditures in local churches provide a snapshot of the corporate stewardship of the 
people in these churches. Weekly general offering averages as reported by the new 
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churches in this study, would be a better indicator because it would "factor out" the 
impact of gifts received from endowments or investments held by the local churches. 
Separating expenditures for ministry and programming from expenditures for buildings 
and maintenance is a better measure of the vitality of local churches' current ministry, but 
these figures may not be available. Annual percentage change in total financial 
-
expenditures still provides an indicator of the direction in which churches are heading 
concerning stewardship health and growth and, thus, is -helpful for the purposes of this 
study. The use of percentage growth again provides a more valid basis of comparison 
among churches in differing economic settings. The first five years are particularly 
relevant as this is the common duration of conference funding. 
Question 3 
What was the relationship between pastoral turnover and congregational 
development in the new church plant? 
The goal of this third question was to discern any correlation between the results 
of the first question on pastoral tenure and the second question on congregational growth. 
The assumption of this study was that pastoral tenure does impact church growth. If true, 
one would expect to find that the churches in this study that are led by founding pastors 
with longer pastoral tenure would demonstrate more congregational growth than the 
churches that experienced shorter pastoral tenure. One may also expect to find that the 
rate of growth is greater as the pastoral tenure progresses. 
3a. What was the difference in the worship attendance growth rate in those new 
churches with a long-tenured founding pastorate and those churches where the founding 
pastor left during the first five years? 
• 
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Some suggest that the greatest growth in a church follows the seventh year of a 
pastor's tenure. One would expect then to find the greatest growth in new churches after 
the first seven years of the founding pastor's tenure and the years following pastoral 
transition to be the least likely to demonstrate growth. 
3b. What was the difference in the financial stewardship growth rate in those new 
churches with a long-tenured founding pastorate and those churches where the founding 
pastor left during the first five years? 
Financial stewardship growth is closely related to the level of trust in the 
leadership of a new church. Long-tenured founding pastors have built greater trust, and, 
thus, one would expect to find greater growth in financial stewardship in those churches. 
When a leadership turnover occurs, a period of time when financial stewardship growth is 
hindered is likely to follow because of the changing level of trust. 
Question 4 
What other factors were associated with the observed pastoral tenure and 
congregational development? 
The contextual factors surrounding the local church and the founding pastor are 
certainly important in the development of a new congregation. They are equally 
important to pastoral tenure. The pastor's willingness to serve in the same community 
over a long period of time is deeply influenced by several other factors, including 
location, demographic trends, family preferences, economic stability, and physical health. 
4a. What impact did the location of the church plants have on congregational 
development and pastoral tenure? 
Location is certainly critical to the development of new churches. Those that are 
• 
, 
• 
• 
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established in growing population groups are much more likely to grow than churches 
established in stagnant or declining population groups. Further, the specific meeting 
location of a new church has an impact on the development of that congregation. 
The location of a church plant also impacts the willingness of a pastoral family to 
serve a long tenure. Some communities are more attractive to the pastoral family than 
others. The length of pastoral tenure is certainly impacted by the "match" between the 
community and the pastoral family. Even when the pastor is willing, the location may 
mitigate against a long tenure because of the expectations of the pastor's spouse and 
family. Again, this could be discerned in advance during the screening process with 
honest discussion concerning this issue. In some cases, the founding pastor may not have 
desired to provide 10ng-teIm leadership in that location, and this factor was intentionally 
disregarded in the placement process. 
4b. How did the church-planting model employed impact congregational 
development and pastoral tenure? 
The model employed' in a new church plant may include expectations about the 
tenure of the founding pastor. Some church planting models suggest that the founding 
- pastor is more of a "catalyst" and needs to move on so that another pastor can come along 
as a "developer." If this model was assumed in any of the churches in this study, it would 
likely have resulted in shorter pastoral tenure and diminished congregational 
development. If a model that projected a more important 10ng-teIm role for the founding 
pastor is built into the expectations of the churches in this study, it would likely result in 
longer pastoral tenure and improved congregational development. 
• 
• 
• 
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Population/Sample Boundaries 
The subjects of this study were limited to the church plants established by the 
North Indiana Conference of the United Methodist Church from 1980 to 2000 (see 
Appendix F). 
Instrumentation 
The proposed research was a descriptive correlational study that employed a 
researcher-designed questionnaire and annual statistical data that was reported to the 
North Indiana Conference of the United Methodist Church. 
The researcher-designed Founding Pastor Questionnaire was used to gather initial 
infOlmation from the founding pastors in the study population (see Appendixes B and C). 
The annual statistical data was gathered from the statistical report of the annual 
conference provided by the conference office (see Appendix G). 
Data Collection Procedures 
I began collecting data from the founding pastors in the study by mailing a letter 
(see Appendix A) explaining the purpose of the study requesting their participation in the 
completion of an enclosed copy of the Founding Pastor Questionnaire (see Appendix B). 
A self-addressed, stamped return envelope was enclosed along with an offer to provide a 
copy of the proposal as well asa copy of the final project to each person in the study. A 
, 
monetary gift was included to encourage response and express appreciation for 
participation. For those founding pastors who had already moved, a modified 
questionnaire was used to study their reasons for leaving (see Appendix C). Once the 
materials were returned, I compiled the responses and scheduled follow up interviews by 
phone and in person to clarify infOlmation from the questionnaire. A Participant-
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Observer Research-Generated Questionnaire was used in these follow up interviews (see 
Appendix E). While this method had the possibility of compromising objectivity, it was 
• 
deemed preferable because of the advantage of working from a knowledge base 
unavailable to an outside interviewer. Where possible, I included the reflections of the 
conference staff person in these follow up interviews as well. • 
I tabulated the annual statistical data on the churches ina spreadsheet analysis 
• 
with the assistance of the conference staff. Additional infOImation on the development of 
each congregation was also gathered from the conference office and used for analysis of 
, 
the statistical data. The conference staff offered free access to this material for the 
purpose of this research. Funds for this research came from my own resources and a 
scholarship granted by the conference for doctoral study. 
Data Analysis Methodology 
Once the data was gathered from the founding pastors and the congregational 
statistical reports, I met with the student assistant to perform the analysis. The student 
assistant, Rich Quintano, was an experienced actuary who was a graduate ministry 
student at Huntington College and provided a non-biased perspective on the data. I also 
sought the input of the conference staff person, Ed Fenstennacher, who serves as the 
Associate Director of Church Development in the North Indiana Conference of the 
United Methodist Church . 
• 
The initial analysis of the statistical data on congregational development was 
entered into a spreadsheet for comparison purposes. Where inconsistencies in the data 
appeared, the information available from the conference office was consulted with the 
help of the conference staff person. 
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Once the data was collected and analyzed separately, the infonnation was studied 
for correlations between pastoral tenure and congregational growth. From this 
correlational study, the conclusions were drawn, and the analysis is reported in the 
remaining chapters of this study . 
• 
• 
• 
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CHAPTER 4 
FINDINGS OF THE STUDY 
This study attempted to extract insights and lessons from the experience of the 
founding pastors and the growth often churches planted in the North Indiana Conference 
of the United Methodist Church during a twenty-year-period of time. Four research 
. 
questions guided this study: What were the issues related to pastoral tenure in the new 
church plants studied? What was the rate of change in attendance and giving of the 
churches planted by the North Indiana Conference from 1980-2000? What was the 
relationship between pastoral turnover and congregational development in the new 
• 
church plant? What other factors were associated with the observed pastoral tenure and 
congregational development? 
Profile of Subjects and Review of Findings 
• 
Ten churches were included in this study. Figure 5 shows the growth of these 
churches during the twenty-year period covered in this study. 
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Lake of Four Seasons was planted in 1980 near a growing suburban area of 
Northwest Indiana, within commuting distance of the greater Chicago area. The church 
grew quickly to over two hundred in attendance under the leadership of the founding 
pastor, Dick Lyndon. Following Lyndon's departure to join the conference staff, the 
church struggled to maintain momentum and has remained around two hundred in 
attendance for the past twenty years. • 
Church of the Covenant was actually the result of a church split in the growing 
northern suburbs of Fort Wayne. A disgruntled group of people who left a church from 
another denomination fonned the core group for this church. The group approached the 
United Methodist district superintendent who then appointed Michael Snyder as founding 
pastor to launch a new church with this group in 1980. Unfortunately, the group 
continued to be disgruntled, and Pastor Snyder left after just three years. The second 
. 
pastor, Ron VerLee entered into the conflicted new church and provided long-teml stable 
leadership that allowed to church to develop a long-term growing trend. 
Muncie Faith Community was launched in 1985 on the west side of Muncie near 
Ball State University. The church first met in a local movie theatre and struggled to reach 
critical mass from the very beginning. The founding pastor, Roger Wright, served for 
nine years, but the church never managed to grow much past one hundred people and 
. eventually closed after several location changes and the founding pastor's eventual 
departure. 
Granger Community Church first met in a movie theatre in 1986 in the growing 
northern suburbs of South Bend near Notre Dame University. The founding pastor, Mark 
Beeson, has continued to provide dynamic leadership to this innovative church for over 
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sixteen years, and the church has grown to become the largest in the conference. 
Interestingly, the most dynamic growth in this church did not occur until after ten years 
of Beeson's pastoral leadership, and now their growth is literally "off the charts" of 
Figure 5. 
• Fort Wayne Sonrise was launched in 1987 under my leadership in the growing 
. 
southwest suburbs of Fort Wayne in Aboite township. The church met for the first seven 
years in two different elementary schools and has experienced consistent growth over the 
years with the most significant growth after my tenth year of pastoral leadership. 
Valparaiso Morningstar was also launched in 1987 under the leadership of 
founding pastor Steve Keller. The church, located near Valparaiso University in this 
northwest Indiana town not far from Chicago, first met in a dinner theatre and had an 
Opening Day attendance of nearly three hundred but struggled to hold on to the initial 
crowd, and Keller departed after four years to plant a non-United Methodist church in a 
nearby community. The church closed a few years later after struggling to regain 
momentum under two different pastoral leaders. 
• Warsaw Celebration was started in 1989 in the small, but growing central Indiana 
town known for its' lakes and the innovative orthopedic manufacturers located there. The 
church initially had a large percentage of hurting people who were recovering from 
divorce and other life issues and struggled financially from the very beginning. The 
founding pastor, Steve Conger, departed after six years, and the church initially grew 
under the second pastor but later struggled and now is barely surviving. 
Granger Good Shepherd was launched in 1993 in the growing northern suburbs of 
South Bend with a core group of disgruntled families from another United Methodist 
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church and struggled to find meeting space, eventually meeting in a funeral home, which 
proved to be a significant obstacle to growth. The founding pastor, Mark Wilkins, 
departed after the church moved into its first building. The second pastor has observed 
significant turnover in the congregation and subsequent decline in attendance. 
Lafayette New Life was launched in 1996 and was different by design. The 
. 
founding pastor, Phil Spottswood, had experience with cell-church planting in Eastern 
Europe and was seeking to use this model on the campus of Purdue University to reach 
. 
international students. The church struggled financially from the beginning, and after four 
years Spottswood left to pastor a non-United Methodist church in another state. The 
church was closed shortly thereafter. 
. Southern Wells Community was launched in 1997 in a very rural area of northeast 
Indiana. The church was initially designed to be a merger of several small rural United 
Methodist churches. Founding pastor Keith Koteskey provided dynamic leadership, and 
the church was able to launch in the local high school and immediately became one of the 
largest churches in the area with over one hundred people in attendance. The small 
• 
churches that initially planned to merge proved to be less than "open" to this change than 
anticipated and chose not to merge. Koteskey departed within the first year to pursue a 
church-planting opportunity with a non-denominational church in a larger community, 
and the second pastor, Steve Ezra, picked up the mantle ofleadership. The church 
continued to grow, but Ezra recently left as well. The church is now at a crossroad having 
lost two dynamic young pastors in a row who both report feeling less than embraced by 
the rural community. 
Looking back over these twenty years it is interesting to note that three of the ten 
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churches had closed (Muncie Faith, Valparaiso Morningstar, Lafayette New Life), three 
of the ten churches had less than two hundred people in average worship attendance 
\Warsaw Celebration, Granger Good Shepherd, Southern Wells), and three of the ten had 
grown into medium-sized churches with average worship attendance above two hundred 
people (Lake of Four Seasons, Fort Wayne Church of Covenant, Fort Wayne Sonrise), 
while one of the churches had grown to become the largest church in the conference 
(Granger Community). 
Nine of the ten founding pastors were surveyed for this study. One was deceased 
(Snyder). Of the ten founding pastors, only two remained in the church they planted. 
Three moved to other assignments within the United Methodist Church (Lyndon, Conger, 
Wilkins), three left their church plant and the United Methodist Church for other 
denominations (Keller, Spottswood, Koteskey), and two left pastoral ministry altogether 
(Snyder, Wright). Responses were received from all nine living pastors. A response was 
also provided for the deceased founding pastor by the pastor who succeeded him in that 
church plant 01erLee). 
Congregational Growth 
The effort to measure congregational growth in the ten churches in this study 
focused on weekly worship attendance reported on an annual basis and total annual 
budget expenditures as reported to the conference office in year-end reports. The data 
provided to the conference on total annual budget expenditures included different types 
of expenditures and was, therefore, more difficult to compare in a consistent fashion from 
one year to the next (see Figure 6). 
, 
, 
, 
, 
, 
, 
, 
, 
, 
i , 
, 
: , 
, 
, 
, 
, , 
, 
, 
, 
, 
, 
, 
1'0 
::I 
c: 
, 
United Methodist NIC Church Plants 
I_ Budget at year 5 [] Budget at year 10 I 
~ $200,000 tr~-i-' ~' "-:-:-' ~7. 
> " 
" ' ,~- .. 
. , 
$0 -"--'-
Church Name 
Figure 6. NIC Church Plants-Financial Growth 
, 
Buck 57 
Annual worship attendance data seemed to be a more accurate and a better tool 
for growth measurement, but it was difficult to verify attendance in the early years 
because conference reporting was not required until the church was "chartered." In some 
cases the new church was not "chartered" for several years. Some of the data was based 
on estimates provided by the founding pastors and may have been exaggerated. Church 
planters have been known to report their numbers with "evangelastic" bias (see Figure 6). 
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Long-term analysis was difficult to provide on the newer church plants because of 
their limited history. Another limitation of the data is the difficulty of comparing 
churches in different sizes of communities. For this reason, the "trend" of growth, or 
percentage growth, was analyzed for the purpose of this study, not simply the "raw" 
numbers. 
In the two churches where the founding pastor remained, there was consistent 
growth in worship attendance from year to year (Granger Community, Fort Wayne 
Sonrise; see Figure 8 and 9). 
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In six of the eight churches where the founding pastor departed, attendance 
declined. Three of those churches eventually closed (Muncie Faith, Valparaiso, 
Lafayette; see Figures 10, 11, and 12). 
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Three other churches experienced a decline or stagnation in worship attendance 
following the founding pastor's departure (Lake of Four Seasons, Granger Good 
Shepherd, Southern Wells; see Figures 13, 14, and 15). 
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In the case of the Southern Wells church, the founding pastor's tenure was less than one 
year, and the church was able to resume growing under the second pastor after a short 
period of plateau. 
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Two of the churches grew modestly in worship attendance following the founding 
pastor's departure, although one of those began to decline two years later and continued 
to decline into a part-time appointment (Warsaw Celebration; see Figure 16). 
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, The remaining church that experienced modest attendance growth following the 
founding pastor's departure was served for nine years by the second pastor and 
• 
experienced solid growth in the years since (Fort Wayne Covenant; see Figure 17). 
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Pastoral Tenure 
Among the ten founding pastors in this study, the average pastoral tenure was 7.2 
years. Four served less than five years, four served from five to ten years, and the two 
who were still serving their church plant had both served over fifteen years. futerestingly, 
among the four who served less than five years, three left the denomination, and one left 
pastoral ministry. Two of those four churches eventually c1osed~ Among the four who 
served from five to ten years, it is noteworthy that each of their church plants experienced 
decline following their departure. As was noted earlier, the two who remained over 
, 
fifteen years both experienced growth throughout their tenure, and the churches they 
planted experienced the least amount of disruption and the greatest amount of 
congregational growth in the first fifteen years. 
Previous Experience, Training, and Expectations 
The average experience of the founding pastors prior to their appointment to start 
a new church was just under eight years. fu most cases, the prior pastoral experience was 
limited to smaller churches or associate staff positions in larger churches. fu the churches 
• where the greatest growth occurred, the church planter had demonstrated experience as a 
senior pastor in churches that had experienced growth. Likewise, those church planters 
who had sought prior training appeared to be better equipped to lead the new church plant 
once appointed. Both of these factors point to the critical nature of the church planter 
selection decision and the importance of prior experience and training. The average 
expected tenure of the founding pastors at the outset of their appointment was over ten 
years, which was encouraging. Those expecting the shortest tenure did in fact experience 
the shortest tenure. Certainly, expectations oflonger tenure are an important criteria, 
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• 
then, in selecting church planters who are likely to experience longer tenure. 
Supervision and Support System Issues 
The supervision provided to the church planters in this study was not perceived to 
be strong by the founding pastors. In fact, the efforts at supervision by conference staff 
• 
were more often perceived to be negative than positive. At the same time, the quality of 
, 
supervision did not appear to have any notable impact on the growth ofthe church plants. 
The real desire of the most effective church planters was to be sufficiently resourced and 
then allowed to lead without an overbearing presence of supervision. Ironically, the 
founding pastors who led churches that did not experience long-tenn growth seemed to 
indicate a greater desire for supervision than those who led churches that did experience 
long-term growth. 
Difficulty Issues and Impact on Pastoral Turnover 
• 
Among the pastors surveyed in this study, the most difficult issue they reported 
facing was leadership conflict, followed by the pressure to produce results. Emotional 
burnout and financial pressures were considered the next two most difficult issues faced 
by the church planters in this study. Figure 17 illustrates these issues and their degree of 
difficulty as reported by the pastors responding to the survey. 
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Figure 18. Difficulty Issues 
One pastor also cited a lack of support for the unique vision of his church plant's attempt 
to reach foreign students as one of the most difficult issues with which to deal. 
Impact of Core Group Formation Methodology and Model 
The method of fOImation and models used to establish new churches seem to have 
some impact on the growth potential of the new church as did the location of the church 
plant. The churches that were launched using the "founding pastor" model were more 
likely to produce sustained growth, although two of the three churches closed were also 
started with this method. The importance of the selection and training of the founding 
pastor is magnified in this model. The "accidental parenthood" model seems to have been 
the least effective model. In both cases where "accidental parenthood" was the 
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foundation of the church plant, a greater level of conflict was reported between the 
leadership and the founding pastor, which also led to brief pastoral tenures. 
Opening Day worship attendance was certainly an important predictor of church 
size but not of church growth. The largest Opening Day attendance of all the churches 
was enjoyed by one of the churches that closed 01 alparaiso Morningstar), and the fastest 
growing and largest church had a smaller Opening Day attendance than several of the 
other churches studied. Good attendance on Opening Day was still beneficial, and the 
churches that failed to gather over one hundred people on that first Sunday did not fare 
well, in fact both eventually closed. 
Impact of Location 
An old axiom says the three most important things in real estate are location, 
location, and location. Location is quite also important in church planting, and among the 
subjects of this study, location was a key factor. The fastest growing churches were 
primarily in the fastest growing communities (Granger and Fort Wayne), but growth also 
occurred in the smallest community in a rural setting (Southern Wells) while the three 
• churches that closed were coincidentally all located in university towns. Perhaps the 
intellectual community was less receptive to the gospel than the fanning community, but 
clearly other dynamics were involved in the churches that eventually closed. 
Another important impact of location was the relationship to pastoral tenure. The 
shortest tenure was experienced by a pastor who recognized that he did not match the 
community to which he was appointed and chose to leave to plant another church in a 
larger community (Koteskey). Conversely, the pastors with the longest tenure indicated a 
long-tenn desire to raise their families in the community to which they were appointed 
• 
• 
• 
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(Beeson and Buck). In this way a "location match" impacts not only the growth of the 
church but also the satisfaction level of the founding pastor and, thereby, the likelihood of · ,
· 
, 
, 
a longer pastoral tenure. • 
Pastoral Transition Dynamics 
• 
In each of the eight churches where the founding pastor departed, some sense of 
difficulty was reported during the transition. Several of those transitions came in the . 
midst of leadership conflict, and in every case but one, a noticeable stagnation or decline 
in worship attendance occurred in the year following the arrival of the second pastor. The 
, 
founding pastors reported that this transition was difficult in every case, and in some 
churches this difficulty continued with additional pastoral changes. The difficulty of this 
transition often related to differing styles of leadership and vision differences between the 
founding pastors and their successors. Clearly, this transition was a time of unique 
vulnerability in the history of these new churches and probably contributed to the decline 
and eventual dissolution of the three churches that closed. 
Limitations of the Study 
• The sample size for this study was intentionally limited by geographical 
boundaries, but it may have been too small to be considered predictive in all cases. 
Further, the fact that this study focused only on the church plants from one denomination 
may have caused the findings to be less relevant to independent church plants or those 
from denominations that are different from the United Methodist Church. 
A lack of accurate data existed from some of the church plants, particularly those 
which had never "chartered" and, therefore, were not compelled to provide statistics to 
the conference office. In some cases the founding pastor was able to provide estimates, 
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but the accuracy of these is hard to determine. 
Researcher bias might also have been a limitation of this study since I was also 
one of the ten founding pastors. The fact that I was also one of the two pastors who 
• 
remain in their church plants may have limited the objectivity of the findings. The use of 
a research assistant was one effort to overcome this bias. 
Significant Findings • 
While the study was far from conclusive, some of the findings are quite telling 
and provide insights for those interested in effective church planting, including: 
1. Cleary a positive correlation was demonstrated between pastoral tenure and 
church attendance and financial growth, which actually seemed to become more dynamic 
• 
after ten years in the church plant. 
2. The prior experience, training, and tenure expectations of church planters 
are certainly important is'sues and must include skills in conflict resolution, particularly in 
relationship to vision harmony. 
3. , The role of the supervisor and "support system" is important and has the 
potential to help but is apparently not critical to the healthy growth of the new church. 
This is most likely due to the entrepreneurial style of effective church planters who may 
in fact not respond well to "tight" supervision. The greater need may be in "coaching." 
4. The selection of the church planter clearly becomes one of the most 
strategic decisions in a church plant. If planters lacking the skills needed are selected, the 
church plants will suffer, and the planters are likely to experience greater frustration and 
possibly even lose their passion for ministry. 
5. The "critical mass" present in the early weeks of public worship has an 
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important impact on the growth potential ofthe church plant, although it is not a 
• 
guarantee of sustained growth. 
6. Location and demographic factors have a large impact on the potential 
growth of the new church and the likely tenure of the founding pastor. 
• 7 . The "model" of church planting employed seems to be an important factor 
in the growth potential of the church plant. The "Founding Pastor" model seems to be 
. 
most effective, while the "Accidental Parenthood" model seems to have the most 
problems. 
8. The traumatic impact of a pastoral transition following the founding 
pastor's departure is not to be underestimated and requires strategic management of 
change dynamics. 
Together, these findings do provide support for the development .and 
encouragement of longer pastoral tenure in church planting. They also amplify the need 
to understand the issues that discourage pastoral tenure. The stewardship of resources and 
people in this strategic ministry demand the attention of church leaders at every level. 
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CHAPTERS 
S RY AND CONCLUSIONS 
The origin of this research project can be found in the effort of the North Indiana 
Conference of the United Methodist church to renew itself through a revival of church 
planting. My observations indicate that throughout the 1950s a number of new churches 
. 
were started, but the merger of the Methodist Church and the Evangelical United 
Brethren resulted in an artificial sense of growth that led to complacency in church 
planting. Within a decade the newly-formed United Methodist Church was facing 
declining membership and attendance. As this decline accelerated, church leaders 
realized that church planting was essential to growth and effective evangelism. In the 
early 1980s an intentional church planting strategy was back on the front burner, and by 
the mid 1980s the "stated" desire of the North Indiana Conference was to start two new 
churches every year. Unfortunately enthusiasm for this effort seemed to wane by the 
early 1990s as the financial realities of this strategy began to loom larger and the 
perceived success of this strategy came into question. In succeeding years the conference 
• 
has struggled to raise up leaders and funds for church planting . 
This study was, in part, an effort to discover the reasons for "success" and 
"failure" among the new churches started over the last twenty years by the North Indiana 
Conference and offer some prescriptive input for future church planting efforts. While 
not exhaustive, it was helpful in considering the dynamic relationship between pastoral 
. . 
tenure and congregational growth in the unique setting of church planting. The positive 
correlation between longer pastoral tenures and greater congregational growth was fairly 
clear. Some of the causes of pastoral turnover were also interesting to note. 
, 
• 
• 
• 
• , 
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Major Findings 
This study provided some noteworthy insights for those interested in effective 
church planting. Particularly, this study pointed to the importance of the selection and 
nurturing oflong-tenn founding pastors. 
• Pastoral Tenure and Church Health 
. 
Findings from this research indicate a positive correlation between pastoral tenure 
and church attendance and financial growth. The connection of pastoral tenure and 
growth actually seemed to become more dynamic after ten years in the church plant. This 
dynamic relationship is consistent with the claim made by Robert Schuller and cited in 
Oswald's study that few congregations experience major spurts of growth until the pastor 
has been there a minimum of five to eight years and the most significant growth occurs in 
congregations when a pastor has been in place at least ten year (Oswald 88). 
Warren's suggestion that short-term pastorates contribute to the decline of 
churches that limit pastoral tenure is affirmed by the patterns of decline observed in this 
study following the founding pastor's departure (Purpose Driven Church 31). 
Church Planter Selection, Supervision, and Coaching 
The prior experience, training, and tenure expectations of church planters was 
another issue in this study. Responses from the founding pastors indicate that skills in 
conflict resolution, particularly in relationship to vision harmony, need to be included in 
the equipping process for effective church planters. While the role of the supervisor and 
"support system" was important, it was apparently not critical to the healthy growth of 
the new churches. The entrepreneurial style of effective church planters may conflict with 
"tight" supervision. 
, 
• 
• 
• 
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. The feedback from several subjects in this study indicates that the role confusion 
created by conference staff members led to some resentment among church planters. 
When the "coach" is also the supervisor, it discouraged honesty in the conversations and 
was usually perceived as less than supportive by the planter. As Jim Griffith noted in his 
material, non-partial "coaches" are less likely to experience this role confusion and, 
therefore, would be more effective in future church planting efforts (9). 
One of the most strategic decisions in a church plant is the selection of the church 
. planter. When church planters lacking the skills needed are selected, the church plants 
suffer and the planters are likely to experience greater frustration. Ultimately this 
frustration can even lead some to abandon pastoral ministry altogether. Few of the church 
planters in this study were "assessed" prior to their appointment. The degree of 
frustration experienced by some of the founding pastors in the church planting setting 
indicates that they may not have been ideally suited for the role from the beginning. The 
use of Ridley's Church Planter PerfOImance Profile (CPPP) for the selection of church 
planters is one practical tool that could be used to decrease the frustration and improve 
the stewardship of resources and people in church planting ministry. 
Factors in Pastoral Turnover 
Among the pastors in this study, the primary reasons given for pastoral turnover 
were leadership conflict, pressure to produce results, and emotional burnout. These 
responses were consistent with the observations made by Ludwig (16) and those made by 
McIntosh and Edmondson in their studies of pastoral turnover (6). The particular 
challenge of dealing with conflict is clearly one of the critical factors that church planters 
must learn to handle successfully in order to sustain 10ng-telll1 pastorates that will allow 
, 
Buck 74 
the church to become even more fruitful in ministry. Specifically, the challenge of 
conflict resolution around vision haImony seemed to be a consistent experience among 
the churches in this study. Galloway's observations (107) along with those of Rick 
Warren (Answers 62~ 70) provide insight to this issue and need to be included in the 
selection and training of new church pastors. 
Impact of Location and Church Planting Model 
Location and demographic factors also have a large impact on the potential 
growth of the new church and the likely tenure of the founding pastor: Among the pastors 
in this study, one departed primarily over location issues and several of the founding 
pastors cited the location as a great hindrance in their efforts to plant a growing church. 
The "critical mass" present in the early weeks of public worship is important to 
the growth potential of the church plant. Growing churches ideally seek to break the "200 
Barrier" from the very beginning by working to ensure the Opening Day attendance 
exceeds that level. Another important factor in the growth potential of church plants is 
the "model" of church planting employed. The "Founding Pastor" model seems to be the 
most effective, while the "Accidental Parenthood" model seems to have the most 
problems. 
Impact of Pastoral Transition 
The traumatic impact of a pastoral transition following the founding pastor's 
departure is not to be underestimated and requires strategic management of change 
dynamics. Historically, pastoral changes have actually been encouraged in the United 
Methodist appointment system. The "itinerant" system was effective in the era of rapid 
westward expansion in North America and continued to "work" in the years that followed 
, 
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• 
in the relatively stable communities of rural America. In the contemporary world of 
unstable family systems and transient population, a stable and long-tenured pastor may 
now be more strategic. The pastoral appointment process in the United Methodist Church 
• 
appears to have taken this factor into greater consideration in recent years, but strategic 
consideration of this dynamic should be included in the selection process of church 
planters who are well "matched" to a community for the purpose of intentionally 
developing a long-term pastorate in the new church. 
, 
Theological Implications 
, 
Wagner's argument that church planting is the most effective means of 
evangelism certainly held true in this study. During the most recent year 13.7 percent of 
the new members received in the North Indiana Conference came through four of the 
churches in this study. While these churches represent less than 1 percent of the over 
seven hundred churches in the conference, their disproportionate impact on growth is a 
resounding testament to the impact of church planting. One of those churches (Granger 
Community) actually now is the largest church in the entire annual conference and 
baptizes more new believers each year than most districts combined. 
As noted earlier, church planting has its roots in the theology of incarnation. For 
the founding pastor, the commitment to provide long-telm leadership for the church plant 
demonstrates the incarnation through a long-term desire to dwell in one community and 
provide pastoral leadership in the name of Christ, the incarnate Son of God. As Chaney 
notes, the call of the church is brought to fullness through church planting (24). 
Implications of Findings and Practical Application 
One of the most important implications of the findings of this study was the 
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benefit observed of longer pastoral tenure in church planting. If the North Indiana 
Conference of the United Methodist Church desires to establish growing new churches, 
embracing the benefits of longer pastoral tenure is wise and appointing pastors who are 
likely to be able to provide 10ng-teIIn leadership to their new church plants is strategic. 
Another important implication of this study is the need to clearly screen and 
adequately equip founding pastors during their church planting leadership. Providing 
• 
funding for the contracting of a non-partial "coach" selected by the church planter would 
also be a strategic investment. 
, 
Further Studies 
Because of the limitations of this study, some issues remain that merit further 
• 
inquiry. One such issue is the relationship between pastoral tenure and prior pastoral 
experience. The relationship between the age of a church planter and the likelihood of a 
longer pastoral tenure is worthy of study. Further study is also warranted in the equipping 
and training of church planters in dealing with the issues that threaten the longevity of 
founding pastors, especially conflict resolution skills. Conflict was one of the greatest 
• challenges faced by church planters and was cited consistently by those who chose to end 
their pastoral tenure in the new church. 
Staying Power 
In the end, the need to develop an intentionallong-telm commitment to church 
planting on the part of founding pastors will serve the purpose of the kingdom of God. 
This conclusion is drawn from the understanding that church planting has demonstrated 
itself to be one of the most strategic means of effective evangelism, and long-tenured 
pastorates apparently help new church plants thrive with even greater effectiveness,. 
• 
, 
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The Apostle Paul's counsel to young Timothy rings true again in this modem era 
of church planting: "On my way to the province of Macedonia, I advised you to stay in 
Ephesus. WeB, I haven't changed my mind. Stay right there on top of things so that the 
teaching stays on track" (1 Tim. 1 :3, The Message). 
When ministry gets difficult, the temptation to "leave" is great, but when the 
leaders "stay" they can outlast the critics and out-pray the devil. When a founding pastor 
. "stays," the people grow in their faith and their confidence in the church. When the 
people in the church grow, the church prevails. When the church prevails, the kingdom of 
God advances in the culture. That's staying power! 
, 
, 
• 
• 
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APPENDIX A 
Survey Cover Letter 
August 15,2002 
Greetings in the Lord Jesus! 
Since you are one often pastors in the North Indiana Conference of the United Methodist 
Church who have been asked to plant a new church in the last tWenty years, I am writing 
to ask for your help! As part of my doctoral work, I am researching the impact of pastoral 
tenure on church planting in our conference. As I have observed the vital impact of the 
founding pastor's role on new church development, it has been my interest to better 
understand how we can encourage church planters and improve the effectiveness of our 
church planting efforts. I plan to share my findings with the conference Committee on 
Church Development and would be glad to send you my report as well. 
Enclosed is a copy of a survey that I would like to ask you to fill out and return to me as 
soon as possible. My deadline to complete this phase of the study is the end of August so 
if you could return your completed questionnaire in the enclosed postage paid envelope 
by August 30th it would be greatly appreciated!! In gratitude for your timely help in this 
research, I am also enclosing a gift certificate from the United States of America for you 
to use however you would like!! If nothing else strikes you, let this $10 bill remind you 
that you are one of the ten pastors in North Indiana who have willingly helped raise up a 
new church to reach people with the Good News of Jesus Christ! 
After I have received the completed surveys, I plan to call and set up a private follow up 
interview with you by phone or in person to clarify your responses and probe further for 
insights that you might have to offer for the purpose of this study. 
Your responses to this survey and the follow up interview will be considered confidential. 
It is my intention to share the cumulative results of this study with the leadership of our 
conference, but I will not divulge the source of the specific responses. 
If you would like a report of the results of this research I will gladly share that with you 
when the work is completed. Simply let me know, and I will send you a copy. If you have 
any other questions about this project please feel free to call me toll free at (888)431-
4766, extension 302. Thank you for your help in this effort! 
Stan R. Buck 
10125 Illinois Road 
Fort Wayne, IN 46804 
• 
Buck 79 
APPENDIXB 
Founding Pastor Questionnaire 
Pastoral Tenure 
1.1 When were you appointed as the founding pastor of your new church? 
Date of appointment: ________ _ 
1.2 Why do you think you were you chosen to plant a new church? 
• 
• 
1.3 How many years of pastoral experience did you have prior to being appointed as a 
founding pastor? How many of those years were as a senior pastor? (In what 
settings? What size church?) 
• 
, 
• 
• 
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1.4 What training did you receive prior to your appointment to plant a new church? In 
your opinion was this sufficient? If not, what was missing? 
• 
1.5 What kind of "support system" did you have during your church planting 
experience? Was this sufficient? Ifnot, what wbuld have helped most? 
1.6 How would you describe your "supervision" during your church plant? What 
could a supervisor or district superintendent have done to assist you better in your 
role as a church planter? Explain . 
1.7 What did the conference and district leadership provide that was most helpful in 
your efforts to plant a new church? Explain. 
• 
• 
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1.8 What could the conference or district have done that would have been more 
helpful? Explain. 
1.9 Have you ever seriously considered leaving your leadership role in the church 
plant? What factors, if any, have made you seriously consider leaving? 
1.10 Please rank the following factors (1-7) in order of their difficulty for you as a 
church planter? 
community issues (location of church plant/cultural issues) 
leadership conflict (control issues, vision dishanl1ony) 
. family struggles (marriage pressures, parenting issues) 
physical/emotional burnout (exhaustion, discouragement) 
pressure to produce results (worship attendance, etc.) 
loneliness in ministry (lack of support, isolation) 
financial pressures of church plant (budget shortage, low pay) 
other: 
--------------------
• 
• 
• 
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Congregational Development 
2.1 How was the "core group" fOlmed to help you start your church plant? How many 
people were in this "core group" before your first public worship service? 
2.2 What methodes) did you use to invite people to attend the first public worship 
service in your church plant? 
• 
How many people attended your first public worship service? How many of these 
were dignitaries/encouragers vs. actual potential church members? 
2.3 What was the average weekly worship attendance during the first five years of 
your church plant? 
Average Weekly Attendance: Year Three ____ _ 
Year One Year Four 
----- -----
Year Two Year Five 
----- -----
2.4 From what you recall, what was the average weekly offering during the first year 
of your church plant? 
Average Weekly qfferings: Year Three 
-----
Year One Year Four 
----- -----
Year Two Year Five 
-----
-----
• 
, 
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Pastoral Transition 
3.1 What impact did the growth of your church plant have on your decision to stay in 
your role as founding pastor? Explain. 
3.2 What would have helped you struggle Jess with your decision to stay in church 
planting ministry? Explain. 
3.3 Has your church leadership ever discussed transition to a new senior pastor? If so, 
what has been their response to this possibility? Explain. 
3.4 What, in your opinion, would make this transition most successful? Explain. 
, 
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4.1 What impact did the location of your church plant have on the development of 
. your new church? Explain. 
• 
4.2 What "model" best describes your new church plant? (refer to Wagner's 
description of models attached-Appendix D) 
4.3 
__ Hiving Off 
Colonization 
--
__ Adoption 
Accidental Parenthood 
--
Satellite 
--
__ Multicongregational 
__ Other (please specify): 
__ Multiple Campus 
Mission Team 
--
__ Catalytic Church Planter 
--
Founding Pastor 
__ Independent Church Planter 
--
Apostolic Church Planter 
When you initially accepted the appointment to plant a new church, how many 
years did you anticipate staying at the new church? How did your expectations 
differ from what transpired? 
, 
• 
• 
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APPENDIXC 
Departed Founding Pastor Questionnaire 
Pastoral Tellure 
• 
1.1.1 When were you appointed as the founding pastor of your new church? If you are 
no longer at this appointment, when did you leave? 
Date of appointment: _________ _ 
• Date you left that appointment: ______ _ 
1.1.2 When you left your new church, did you take another ministry role? 
__ YES-Where was you next appointment? What type of position? 
__ NO-What did you do for a living after serving as a church planter? 
1.1.3 How many years of pastoral experience did you have prior to being appointed as a 
founding pastor? How many of those years were as a senior pastor? (In what 
settings? What size church?) 
• 
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1.104 What training did you receive prior to your appointment to plant a new church? In 
your opinion was this sufficient? If not, what was missing? 
1.1.5 What kind of "support system" did you have during your church planting 
experience? Was this sufficient? If not, what would have helped most? 
1.1.6 How would you describe your "supervision" during your church plant? What 
could a supervisor or district superintendent have done to assist you better in your 
role as a church planter? Explain. 
1.1.7 What did the conference and district leadership provide that was most helpful in 
your efforts to plant a new church? Explain. 
• 
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1.1.8 What could the conference or district have done that would have been more 
helpful? Explain. 
• 
1.1.9 What factors do you feel contributed most to your decision to depart from your 
leadership role in the church plant? 
1.1.10 Please rank the following factors (1-7) in order of their difficulty for you as a 
church planter? 
community issues (location of church plant/cultural issues) 
leadership conflict (control issues, vision disharmony) 
family struggles (marriage pressures, parenting issues) 
physical/emotional burnout (exhaustion, discouragement) 
pressure to produce results (worship attendance, etc.) 
loneliness in ministry (lack of support, isolation) 
financial pressures of church plant (budget shortage, low pay) 
other: 
-------------------
, 
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Congregational Development 
2.1.1 How was the "core group" fOimed to help you start your church plant? How many 
people were in this "core group" before your first public worship service? 
• 
2.1.2 What methodes) did you use to invite people to attend the first public worship 
service in your church plant? 
• 
How many people attended your first public worship service? How many of 
these were dignitaries/encouragers vs. actual potential church members? 
2.1.3 What was the average weekly worship attendance during the first five years of 
your church plant, or the years you served as pastor? 
Average Weekly Attendance: Year Three ____ _ 
Year One Year Four 
----- -----
Year Two Year Five 
----- -----
2.1.4 From what you recall, what was the average weekly offering during the first five 
years of your church plant, or the years you served as pastor? 
Average Weekly O(ferings: Year Three 
-----
Year One Year Four 
----- -----
Year Two Year Five 
----- -----
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Pastoral Transition 
3.1.1 What impact did the growth of your church plant have on your decision to leave 
your role as founding pastor? Explain. 
• 
3.1.2 What would have needed to have been different for you to have stayed in your 
church planting ministry longer? Explain. 
• 
3.1.3 How did the new church you started respond to your departure and the arrival of a 
new senior pastor? Explain. 
3.1.4 What, if anything, could have improved this transition? Explain. 
• 
• 
• 
Buck 90 
Contextual Factors 
4.1.1 What impact did the location of your church plant have on the development of 
your new church? Explain. 
• 
4.1.2 What "model" best describes your new church plant? (refer to Wagner's 
description of models attached-Appendix D) 
__ Hiving Off 
Colonization 
--
__ Adoption 
Accidental Parenthood 
--
Satellite 
--
__ Multicongregational 
__ Other (please specify): 
• 
__ Multiple Campus 
Mission Team 
--
__ Catalytic Church Planter 
__ Founding Pastor 
__ Independent Church Planter 
__ Apostolic Church Planter 
4.1.3 When you initially accepted the appointment to plant a new church, how many 
years did you anticipate staying at the new church? How did your expectations 
differ from what transpired? 
, 
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APPENDIXD 
Church Planting Models 
There are various ways to start a new church. C. Peter Wagner suggests at least twelve, 
which he groups around "modality models" (congregational structures) and "sodality 
models" (denominational or parachurch agencies): 
Modality Models 
1. Hiving Off-In this most common model, members of an existing church are 
encouraged to form a nucleus under the leadership of a church planter and become the 
charter members of a new congregation. 
2. Colonization-This is a more radical form of hiving off where the new church is 
planted in a different geographical area and the nucleus members move and find new 
homes and new jobs in the target community. 
3. Adoption-In this model a new church seeking to model a healthy existing 
church is "adopted" by that mother church and nurtured into health. 
4. Accidental Parenthood-This happens when a new church breaks off from an 
existing church because of a leadership struggle or ministry conflict. 
5. The Satellite Model-These new churches are semiautonomous but maintain an 
organic relationship with the parent church, sometimes even sharing the same senior 
pastor. 
6. Multicongregatiollal Churches-These churches may share the same facility 
with other ethnic congregations that maintain their own autonomy. 
7. The Multiple Campus Model-Here one local congregations, led by the same 
staff, owns and occupies two or more church properties, holding weekly worship services 
at more than one. 
Sodality Models 
8. The Mission Team-Here a church planting agency recruits, finances, and 
sponsors a team of workers to plant a new church. 
9. The Catalytic Church Planter-This model employs a gifted church planter 
who moves into a new area, develops a nucleus for a new church, then moves on to 
another new area to repeat the process. 
10. The Founding Pastor-Here the agency sends a person not only to build the 
nucleus but also to pastor the church for an indefinite period of time. 
11. The Independent Church Planter-These church planters do not serve a 
denominational or parachurch agency, but go out on their own to start new churches. 
12. The Apostolic Church Planter-In this model an "apostolic leader" affinlls the 
call of ministry on a church planter and sends them out to plant a church which then 
operates as an autonomous church but the pastor remains under the ultimate authority of 
the apostle. 
(Wagner, C. Peter. Church Planting for a Greater Harvest. Ventura, CA: Regal, 1990.) 
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APPENDIXE 
Follow Up Interview Protocol 
Pastoral Tenure 
When you look back on your decision to become 'a church planter, what were 
your hopes, dreams, and vision? When you look back on your decision to stay or leave, 
what was the most significant reason for your decision? 
Congregational Development 
What do you think made the greatest impact on the growth or decline of 
participation in your church plant during the first five years? 
During your tenure as founding pastor what part of the ministry of your church 
plant do you believe was the strongest? Why? 
What part do you believe was the weakest? Why? 
Pastoral Transition 
What impact do you think your decision to stay or leave had on the growth or 
decline of your church plant? 
Contextual Factors 
What role did your own sense of well-being (family happiness, personal health, 
financial compensation, fatigue) have to do with your decision to leave your new church? 
• 
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APPENDIXF 
ChurcheslFounding Pastors 
• 
Church Fou1lding Pastor Years Appointed 
Fort Wayne Church of Covenant Rev. Michael Snyder 1980-83 (4) 
- growing suburb of large city in northeast Indiana 
. 
Church of Four Seasons Rev. Richard Lyndon 1980-86 (7) 
- growing suburb in northwest Indiana, on the outskirts of Chicago 
• 
Muncie Faith Community (closed) Rev. Roger Wright 1985-93 (9) 
- small city in east central Indiana, near Ball State University with minimal growth 
Granger Community Rev. Mark Beeson 1986-present (16) 
- growing suburb of large city in central northern Indiana, near Notre Dame University 
Fort Wayne Sonrise Rev. Stan Buck 1987-present(15) 
- growing suburb of large city in northeast Indiana 
Valparaiso Morningstar (closed) Rev. Steve Keller 1987-90 (4) 
- small city in northwestern Indiana, near Valparaiso University with modest growth 
• 
Warsaw Celebration Rev. Steve Conger 1989-1995 (6) 
- small city in central Indiana with modest growth 
Granger Good Shepherd Rev. Mark Wilkins 1993-98 (6) 
- growing suburb of large city in central northern Indiana, near Notre Dame University 
Lafayette New Life (closed) Rev. Phil Spottswood 1996-99 (4) 
- small city in west central Indiana, near Purdue University, with minimal growth 
Southern Wells Community Rev. Keith Koteskey . 1997-98 (1) 
- rural community in east central Indiana, with very little growth 
• 
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APPENDIXG 
Statistical Data 
Year Four Seasons FW Covenant Muncie Faith Granger CC FW Sonrise 
Started 1980 1980 1985 1986 1987 
1 187 165 NA NA 173 
2 176 -6% 135 58 . 300 192 11% 
3 185 5% 130 -4% 92 59% 348 16% 197 3% 
A 4 195 5% 158 22% 67 -27% 344 -1% 197 0% 
t 5 191 -2% 178 13% 88 31% 380 10% 193 -2% 
t 6 222 16% 190 7% 105 19% 435 14% 200 4% 
e 7 250 ·13% 210 11% 62 -41% 605 39% 223 12% 
. 
n 8 241 -4% 245 17% 69 11% 482 -20% 220 -1% 
d 9 237 -2% 276 13% 55 -20% 543 13% 222 1% 
a 10 221 -7% 287 4% 29 -47% 612 13% 249 12% 
n 11 205 -7% 152 -47% f;!os vd 897 47% 257 3% 
C 12 202 -1% 246 62% 1018 13% 281 9% 
e 13 184 -9% 221 -10% 1172 15% 330 17% 
14 171 -7% 247 12% 1240 6% 344 4% 
15 199 16% 253 2% 1675 35% 365 6% 
16 207 4% 306 21% 2132 27% 
• 
17 214 3% 336 10% 
18 245 14% 354 5% 
19 254 4% 398 12% 
20 254 0% 446 12% 
. 
1 $ 66,024 $ 64,020 NA NA $ 97,046 
2 5126,703 92% $ 72,756 14% NA $ 227,240 $ 143,487 48% 
3 $ 134,189 6% S 82,452 13% NA S 245,586 8% $ 123,743 -14% 
B 4 S 121.953 -9% S 12£l,391 53% NA $ 266,828 9% $ 328,224 165% 
U 5 $ 137,264 13% $ 132.408 5% NA 5 339,523 27% $ 154.366 -53% 
• d 6 S 156.697 14% S 157,416 19% NA $ 405,732 20% $ 320.889 108% 
9 7 $ 160.~34 2% $ 146,823 -5% NA $ 375,589 -7% $ 361.765 13% 
e 8 S 172.272 7% S 145.850 -2% NA $ 400,951 7% $ 300.731 -17% 
t 9 $ 170.233 -1% S 172.109 18% NA $ 1,527,035 181% $ 409.755 36% 
10 s 197.985 16% S 196,129 14% NA $ 870,914 -43% S 338,524 -17% 
11 s 197.985 -25% S 178,688 -9% NA $ 808,478 -7% $ 431,595 27% 
12 $ 148,964 9% $ 332,757 86% $ 1,475,308 82% S 423,826 -2% 
13 S 162,310 -21% S 17(1.006 -46% $ 2,360,041 60% $ 469,466 11% 
14 S 128.284 9% $ 286,460 61% $ 6,551,614 178% $ 637,473 36% 
15 S 140,107 14% $ 315.3'-4 9% $ 4,704,242 -28% 
16 $ 160.369 36% S 305,472 -3% 
17 S 217,772 -6% S 363,471 19% 
18 $ 204,444 19% $ 364,769 1% 
19 $ 244.118 9% S 489.873 34% 
20 $ 266.613 9% S 535,520 9% 
• 
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Year Valparaiso Warsaw ClB Granger GS lafayette Nl Southern Wells 
Started 1987 1989 1993 1995 1997 
1 NA ~ NA NA 
2 92 { 38% ~ 75% J?JL 104 
3 ('oj -15% 114 4J3'& 71% 50% 104 ~ 
A 4 -17% 129 13% 199 66% 
..£lL -33% 109 ~ 
t 5 NA 129 0% 203 2% 0 130 20% 
t 6 NA 118 -9% 169 -17% clos ed 
. 
e 7 0 143 21% 135 -20% 
. 
n 8 closed 146 2% 124 -8% 
d 9 107 ~ 
a 10 65 -39% 
n 11 60 -8% 
C 12 50 
• 
e 13 
14 
15 
16 
17 
18 
19 
20 
. 1 NA ~ NA NA 'It 
2 NA ~.UI ~ 1 NA 
3 NA ; 80,980 145% NA Is 1~ ~ NA 
B 4 NA ~ 11% ~4,011 jj.1.9AQ.Q -33% NA 
U 5 NA 1$ 85,691 -5% : $ 143,662 ~ "'" 
d 6 NA S 104E2.. :'& ~H)6.468 37% NA 
9 7 NA $ 73,334 -30% 1$146,947 
e 8 NA 97,095 32% 116,278 
-2!:& 
t 9 $ 94 ~ 
• 
10 ~11 t 
11 S114.003 7% 
• 12 67,547 -41% 
13 
14 
15 
16 
17 
18 *NA indicates where no data is available 
19 *boJd italics indicate years of pastoral transition 
20 ;I:iw'~ •• ,rn " ~Y~lill ••. ,rC' 
, 
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